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PREAMBLE

This Agreenment is nade and entered into by and between the
Def ense Logistics Agency (DLA), hereinafter referred to as t he

"Agency, " and the DLA Council of Ameri can Federation of
Cover nnent Enpl oyees (AFGE) AFL-ClI O Locals, hereinafter referred to as
t he "DLA Counci | " (whi ch shall include all enployees in the

bargai ning units). The parties agree that t he provisions of this
Agreenent apply to the AFGE AFL-CI O professional and nonprofessional
consol i dated units of DLA enpl oyees.

The Agency and the DLA Council share the conviction that the
public interest can best be served by a constructive | abor-nanagenent
relations (LMR) program which provides for optinmum participation of

enpl oyees, through a cooperative relationship with the DLA Council,
in the formulation and inplenentation of policies and practices which
affect them Both parties are conmitted to the devel opment of a program
whi ch achi eves that objective.
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ARTI CLE 1

PARTI ES TO THE AGREEMENT AND BARGAI NI NG UNI TS COVERED
SECTION 1

The sole and exclusive representative of the consol i dat ed
bargaining units, is defined in FLRA Certificates Case Number 22-
09044 (UC as anended 9 May 1979, and any subsequent anendnents
t her et o.

SECTION 2

As the delegated bargaining agent of the consolidated wunits,

the DLA Council has the full authority to mneet and confer wth
the Agency for the purpose of entering into negotiated agreenents
covering the menbers of the consolidated units on all subjects,
matters and issues <covered by said agreenents; and to admnister
this collective bargaining agreenent and all future bargaining
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agreements covering the consolidated  units. The DLA Counci
accepts the obligation to represent all nenbers of the consolidated
units on a fair and inpartial basis.

SECTI ON 3
No other organization, associ ati on, or uni on, or any
of ficer or representative thereof, shall be recognized, in any
capacity or for any purpose, as the bargaining agent of the
consol idated units. Wen either party designates an agent to act on its
behal f in filing charges, conplaints, petitions, or any other

docunents which have the purpose or the result of involving an
outside agency or third party in any |abor nmanagenent relations
matter involving the Agency or one of its PLFA's and the DLA
Council or a local |abor organization, each party will notify the other
of the name and authority del egated to such agent.

SECTION 4

A. The DLA Council and the Agency agree that in the event
that the AFGE or any local affiliated with AFGE seeks recognition in
the future as the exclusive bargaining agent of any group of DLA

appropriated fund enployees which are not presently a part of one of
the consolidated wunits, it wll be the joint position of the DLA
Council and the Agency to the Federal Labor Relations Authority
that the enployees should becone a part of the professional or
nonpr of essi onal enpl oyees consolidated unit, as appropriate.

B. The DLA Council and the Agency agree that if there is a
suppl emental agreenment in effect at the PLFA of enployees who are

new y organi zed into one of t he consol i dat ed units, t he
suppl emental agreenment will automatically cover these enployees.
SECTI ON 5

The DLA Council shall be given the opportunity to be present at
formal discussions between the Agency and bargaining wunit enployees
concerni ng grievances, personnel policies and practices, and other natters

affecting general conditions of enmploynment of the enployees in the

bargaining wunits. Subject to negotiations at the PLFA |level, the DLA
Council Local my be given the opportunity to be present at infornal
di scussi ons.
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ARTI CLE 2
GOVERNI NG LAWS AND REGULATI ONS
SECTION 1

The Agency and the DLA Council are and shall be governed
by all applicable aws of the United States, including those in effect on
the effective date of this Master Agreenent and those which are
subsequently enacted. They also are and shall be governed by all
appl i cabl e Governnent-wi de regulations in effect at the tinme that this
Agreenent is execut ed. The Agency shall effectively enforce all
provisions of the Civil Service Reform Act of 1978 which it has a
statutory duty to enforce; but it will not enforce any CGovernnent-w de
rule or regulation pronulgated after the effective date of this Master
Agreenent which is in conflict with the provisions of this Agreenent
unl ess such rule or regulation is properly  subject to the
provisions of 5 U S C § 7116(a)(7).

SECTION 2

The DLA Council, however, recognizes that DLA is a conponent
of the Departnent of Defense (DOD) and that it nust, therefore,
operate strictly within the Iimts of the authority delegated to the
Director of DLA by the Secretary of Defense and that it nmust
conply with and inplenment all non-discretionary directives issued by
the Ofice of the Secretary of Defense (OSD) concerning natters not
covered in this Agreenent and not in conflict with this Agreenent.
At the same time, the DLA recognizes the right of the DLA Council,
in any given case, to allege that no conpelling need exists for DLA
to inplenment a specific DOD directive and to seek relief by exercising
the privileges accorded to it by 5 US.C. § 7117. Were the DOD, or
the Federal Relations Authority, determines that no conpelling need
for the directive exists, the natter may be negotiated at that tine.

SECTION 3
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Nothing in this Agreenent does, or ever shall, inpinge upon,
negate, reduce or detract from the rights and privileges which are
vested in the Agency by virtue of the provisions of 5 US.C § 7106,
" Managenent Rights." Pursuant to the exercise of these rights, it
al ways has been and it shall for the duration of this Agreenent, be the
policy and the practice of the Director of the Agency to delegate to the

Conmmanders  of the Primary Field Activities, to the maximm
feasi bl e extent, the powers and authorities to formulate and to inpl enent
the policies, rules and regul ations which affect their enpl oyees.

ARTI CLE 3
LABOR- MANAGEMENT RELATI ONS BETWEEN THE PARTI ES

SECTION 1 - COUNCI L OFFI CERS

A—. The Agency agrees to recognize the National President
and the other nationally elected officers of the DLA Council, as
specified in the Council's Constitution. It also agrees to recognize

an appointed representative of the DLA Council stationed in the
Agency Headquarters in the event that the Council elects to appoint such
a representative when there is no nationally el ected Counci

of ficer stationed at DLA Headquarters.

B. The DLA Council will keep the Agency informed of the names and
addresses of the Council national elected officers.

C. The Agency agrees to provi de reasonabl e anbunts of official tine
to Council officers to performtheir duties as national officers.

D. The DLA Council wll advise the Agency of the elected
or appoi nted representative, stationed at Canmeron  Station, who
shall be the point of contact between the Agency Headquarters and the
Council. The Agency wll provide the representative so designated
Wi th accurate, current information on Agency policies. If the person
designated to perform this function is a DLA enployee on active
duty he/she shall be provided sufficient official tine to perform
hi s/ her Council duties.

SECTION 2 - DLA COUNCI L LOCALS
A. The DLA Council Local President wll advise the Head of

the PLFA, in witing, of all elected officers and appointed or
designated representatives and stewards.

B. The PLFA wll recognize those Ilocally elected officers
and appointed or designated representatives and stewards of the
DLA  Counci l Local whose nane(s) are on the list provided by the

Counci | Local Pr esi dent in accordance with paragraph A of this
Secti on.

SECTION 3 - OFFICI AL TI ME
A.  Ceneral

1. Definitions:
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a. "Oficial time" means time granted by t he

Agency to a bargaining unit enpl oyee whose nane has been
provi ded in accordance with Section 2 of this Article by the DLA
Counci | Local President to the Head of the PLFA as being an
el ected, designated, or appointed officer or representative of
the DLA Council Local to perform representational functions,
when the enployee would otherwise be in a duty status. Such tine
gr ant ed is wthout charge to leave or loss of pay, and is

consi dered hours of work.

Except as otherwise restricted in this Agreenment (Article 36,
Section 7C) representational functions performed while on official
time includes travel and per diem

b. "Representational functions" neans the follow ng
activities:

(1) Negoti ati ons over t he i mpact and/ or
i mpl enentati on of changes in conditions of enploynent of bargaining
unit enployees which occur during the termof this Agreement.

(2) Presentation and processing of grievances in
accordance with Article 36 of this Agreenent.

(3) Attendance at nmnagenent-initiated neetings,
not ot herwi se described in this Agreenent, when invited.

(4) Participation on comittees or panels as
aut hori zed by this Agreenent.

(5) Participation in proceedings before t he
Federal Labor Relations Authority (FLRA) in accordance with FLRA s
rul es and regul ations, and other third party hearings.

(6) Wen negotiating "face-to-face" a supplenent
to this Master Agreenment and md-term proposals after reasonable
tinme has transpired for al | parties to prepare, transmt,
consider, and comrunicate on articles and issues through use of rmail
and t el ephone.

(7) When nutually agreed through negotiations by
the parties at the PLFA level attendant to the circunstances at the PLFA

2. Prohi bited Activities. Oficial tine shall not be
granted for the following activities except as ruled negotiable by
perti nent FLRA deci si ons:

a. Matters pertaining to internal nanagenment of the
Counci |

b. Mermber shi p neeti ngs.

C. Soliciting of menberships.

d. Col l ecting of dues or assessnents.

e. Canpai gni ng for Council/Union office.

f. Distributing or posting of union literature,
notices and authorization cards.
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B. Use of Oficial Tine. The Agency and the DLA Council share
the mutual responsibility to ensure that use of official tine is
reasonabl e.

C. Release of DLA Council Local Oficials to Perform
Represent ati onal Functi ons.

Each DLA Council Local official/steward wll notify hi s/ her
supervi sor each tinme representation duties begin and end in order
that proper time and attendance records may be nmaintained and to
permt supervisor assessnent of the reasonabl eness of official tine.

D. Oficial Tine for DLA Council O ficers

1. Menmbers  of the DLA Counci | Executive Board
recogni zed in Section 1, paragraph A above, wll be authorized
official tinme, including travel and per diem for the purpose of
negoti ati ng (or renegoti ating upon expiration of this Master
Agreement) the Master Agreenent. They will be authorized official
time, including travel and per diem to engage in "md-contract"
bargai ning on those occasions agreed upon in Article 5 of this
Agreement. In disputes between the Headquarters and the Executi ve

Board under Articles 36 and 37, and in third party proceedi ngs concerning
this Master Agreenent, of ficial time, including travel and per
di em Wil be provided.

2. It is expected t hat Executive Boar d menbers can
mai ntain effective contact with Agency Headquarters officials and DLA
Counci | officials through the official facilities provided by this
Agreenent at their worksite. It is incumbent upon Executive Board
menbers to make every effort to resolve matters concerning the
Council/Local's inplementation and application of this Agreement
at/fromtheir worksite. The Agency shall pay per diem and travel for

of ficial |abor nanagenment functions in instances aside from those
descri bed above where no other alternative exists but for a DLA
Counci | Executive Board nmenmber to be authorized travel to a PLFA
or the Agency Headquarters. Such travel wll be authorized and
approved by the Headquarters DLA Personnel Ofice.

SECTI ON 4 - REPRESENTATI ON

The word "representative" as wused in this Master Agreenent
nmeans one representative. However, the Agency agrees that in those
situations when neetings require the attendance of an enployee
and his/her representative, the Agency will normally and reasonably
limt attendance to not nore than two (2) supervisory/nanageri al
enpl oyees. When nore than two supervisory/ manageri al per sonnel are
required, the nunber of Council representatives nmay be increased by
one (i.e., three nmnagenent representatives equals an enployee plus
two Council representatives), up to a naximm 'of three Council
representatives in any one situation. In the event that advisory staff
are needed to deal with a matter of nutual concern (i.e., |[|abor
relations, safety, health, etc.) both parties may nutually agree not
to count these advisors as supervisory/mnagerial representatives.
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ARTI CLE 4
EMPLOYEE RI GATS AND RESPONSI BI LI Tl ES
SECTION 1 - GENERAL

Each enpl oyee has the right freely and without fear of
penalty or reprisal to form join, or assist the DLA Council or to
refrain from any such activity. The right to assist the DLA Council
extends to participation in the management of the DLA Council and to
acting for t he DLA  Counci l in the capacity of a DLA Council
representative, including presentation of its views to officials of the
Agency, the Executive Branch, the Congress, or other appropriate
authority. The Agency and the DLA Council agree to assure that enpl oyees
are apprised of their rights under this Section and t hat no
interference, restraint, coercion or discrimnation is practiced to
encourage or discourage nenbership in the DLA Council and its Locals.

SECTI ON 2 - EMPLOYEE RI GHT TO PARTI Cl PATE
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Enpl oyees have the right to engage in collective bargaining wth
respect to conditions of enploynent through representatives of the DLA
Counci | .

SECTION 3 - EMPLOYEE CONCERNS

Enpl oyees have the rights and shall be encour aged to bring
matters of personal concern regarding conditions of enploynment to the
attention of the appropriate Agency or DLA Council representative at the

| owest |evel capable of resolving the matter.

SECTION 4

A. A representative of the recogni zed DLA Council Local shall be
gi ven an opportunity to be present at any exanmination of an enployee in
connection with an investigation if: (1) the enployee reasonably
bel i eves that the examination may result in a disciplinary action
agai nst him herself; and (2) the enployee requests such representation
When such an examination is held, every reasonable effort will be made
to schedule it at a tinme and PLFA site which is acceptable to all of
the participants.

B. When an enpl oyee exercises his/her rights under This Section

and when the DLA Council Local representative of the enployee is not

i medi ately available, the neeting will be deferred for a reasonable

period of time to permt the presence of the Council representative if
the Agency elects to hold the neeting.

C. The Agency shall annually informall nenbers of the bargaining
units of their rights, as set forth in this Section

SECTION 5

If an enployee has a problem or situation which he/she desires to
di scuss with a DLA Council Local representative during working hours,
he/she will advise his/her supervisor prior to leaving the worksite.
Supervisors wll grant reasonable requests for tenporary absence for
this purpose at such times and for such a period of time as the
enpl oyee can be excused wthout unduly inpeding the work of the
Agency. If not immediately approved, the supervisor will informthe
enpl oyee of the earliest tine that the enployee can |eave.

SECTI ON 6

Enpl oyees are entitled to their pay checks at the proper tines
and in the proper anounts. Each PLFA will make every reasonable
effort to assure that enployees receive their proper pay at the
proper tine, and t hat enpl oyees receive their | eave and earnings
statenents on the day they are due.

SECTI ON 7

A. The PLFA will advise new enployees of their right to join or
assi st the DLA Council freely and without fear of penalty or reprisal

or to refrain from any such activity; and will inform new
enpl oyees of the nanes and phone nunbers of appropriate DLA Counci
Local representatives. The DLA Council Local shall provide sufficient

copies of the AFGE Health Benefits and Life |Insurance brochures for
i nclusion in new enpl oyee orientation materi al
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B. The PLFA annually will notify enployees in witing of the
general requirenents for paynment of Health Benefits premuns during
their non-pay status and the effects of cancellation of coverage. This
notice wll also renind the enployees of their responsibility to seek
Civilian Personnel Ofice (CPO counseling and assistance on a case-by-
case basis.

SECTI ON 8

The private life of an enployee is his/her owmn affair except as it
affects the efficiency of the service.

ARTI CLE 5
PROPCSALS FOR CHANGE DURI NG THE TERM OF THE AGREEMENT

SECTION 1 - MATTERS NOT | NCLUDED | N THE AGREEMENT

A The Headquarters DLA agrees to transmt to t he

Pr esi dent of the DLA Council, or his/her designated agent,
notice of any change in any HQ DLA directive or policy
i ssuance relating to personnel practi ces, or matters affecting

condi tions of enpl oyment of bargaining unit enpl oyees  which
impact on them which it proposes to make during the term of

this Agreenent, on matters not specifically covered in this Agreenent.
B. Upon receipt of such a proposed change, t he
Pr esi dent of the Council, or his/her designated agent, may,
within 15 cal endar days, request negoti ati ons concerning the
proposed changes.
C. If the DLA Council requests negoti ati ons concer ni ng
t he proposed change, it shal | provide the Agency wth its

proposals wthin 45 additional days.

D. Wthin 60 days of receiving the Council's proposals, the

Agency and the Council wll confer, as necessary, to achieve an
agreenent . It is i ntended that this wll be acconplished
primarily t hr ough t el ephone and/or witten conmunication when
t he Counci | representative is not | ocat ed at Headquarters
DLA, Caneron Station.
E. If at the end of 60 days any proposal s remain
unr esol ved, t he parties will make an attenpt at "face-to-face"
negoti ati ons. If after this there are issues still unresolved, the

parties will jointly petition the Federal Service |nmpasses Panel to
settle the issue under the final offer settlenent procedures.

F. The Agency shall not supplenent or enforce any change
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except for nondiscretionary changes prior to the conpletion of
negotiations or, in the event of inpasse, prior to a decision
by the Federal Service |npasses Panel or other such appropriate
authority as nmay be called upon to resol ve the differences.

G | f a DOD regulation mandates any change in any
matters af fecting condi tions of enpl oynent on i ssues not
specifically covered by this Agreenent, the procedures set forth

in paragraph A through F and the under st andi ng established in
Article 2, Section 2 shall apply.

SECTION 2 - MATTERS | NCLUDED | N THE AGREEMENT

A If a future law nandates a change to this Agreenent,

t he Agency will pronptly notify the Council President or his/her
designee in witing of the proposed specific change. The Council shall,

if it desires to negotiate any negotiable aspect of the change, notify
the Agency in witing wthin 15 cal endar days of receipt of the

notification from the Agency. Upon request from the President of the

Council, the parties shall, within 30 calendar days, initiate "face-
to-face" negotiations. The nunber of representatives participating in
the negotiations shall be nutually agreed wupon, but in no case
shal | exceed three per side. Nei t her the Agency nor the Council will

be pernmitted to propose changes unrelated to the nmandate of the I|aw
However, for pur poses of carrying out the intent of this Section, the
Agency and t he Council mutually recognize and agree that their
respective proposal s may be nodi fied during the course of the
negotiations to pernit realistic good-faith bargaining of all aspects
of the negotiable subject matter, including aspects not antici pated
when the witten proposals were exchanged.

B. The Agency shall not inplenent any discretionary negotiable
aspect of the contractual change until the negotiation process is conplete
or in the event of inpasse, prior to a decision by the Federal

Service |Inpasses Panel or other such appropriate authority as may be
call ed upon to resolve the differences.

SECTION 3
Wth regard to "face-to-face" negotiations under this Article, the

Agency wll pay travel and per them for DLA enployee-DLA Counci
representatives.

SECTI ON 4

In order to expedite "md-ternt negoti ati ons at the PLFA
level, the parties shall develop similar procedures for negotiating
contract changes which are directed toward resol vi ng di sput es

concerning "mid-terni bargaining through comunications prior to "face-
to-face" negotiations.

-10-
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ARTI CLE 6
USE OF OFFI Cl AL FACI LI TI ES

SECTION 1

The DLA Council shall be provided private office space at the
DLA Headquarters, access to AUTOVON, a |ockable file cabinet, and other
furniture as required. O her additional itens rmay be provided by
nmut ual agreenent.

SECTI ON 2

It is understood that the AUTOVON phone system or in the
absence of AUTOVON, FTS, if avail able, is primarily to support
mlitary comrand and control requirenents. Therefore, in keeping with

the systemis policies, wuse of AUTOVON FTS by Council officials at
the DLA Headquarters and PLFA | evel shall be discrimnate and for
| egi ti mat e | abor - managenent purposes.

SECTI ON 3
Each DLA Council Local shal | be provided office space,
access to AUTOVON, or in the absence of AUTOVON, FTS, if available,
a | ockabl e file cabinet, and other furniture as required in

accordance wth arrangenents to be agreed upon by the parties at the
PLFA | evel .

SECTION 4

The DLA Council Local shall be granted access to all FPM FLRA
OPM MSPB, GAO and other public regulations and decisions as may be
mai ntai ned by the PLFA The Agency shall, upon request, provi de
relevant information relating to matters covered by this Agreenent
and shall make available specific citations or references to such
ot her rel evant docunent s as may be requested by the Council,
provi ded t he i nfornation is reasonabl y avai l able and is not
prohi bited or excluded from di scl osure by | aw

ARTI CLE 7
RESEARCH PROGRAMS AND DEMONSTRATI ON PRQJECTS

-11-
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SECTION 1

For the purposes of this Agreenent, "research progrant
nmeans a planned study of the manner in which public management
policies and systens are operating, the effect of those policies and
systens, the possibilities for change, and conparisons anong policies

and systens; and "denonstration project” means a project conducted
by t he Ofice of Per sonnel Management (OPM), or wunder its
supervision, to determine whether a specified change in personnel
managenment policies or procedures would result in inmproved Federal

per sonnel managenent .
SECTI ON 2

In the event that the Agency is requested to participate in an
OPM sponsored research or denpnstration project under Chapter 47 of
Title 5, United States Code, the Agency wll:

A.  Not approve any project involving bargaining unit enpl oyees if:

1. The project will violate this Agreenent unless the DLA
Council has agreed to permt its inclusion, pursuant to 5 US C 8§
4703f (1) or

2. Until there has been consultation or negotiation, as
appropriate, with the DLA Council if the project is not covered by this
Agreenent, pursuant 5 U.S.C. § 4703f(2).

B. Abide by 5 US.C 8§ 4703(e) if the OPM or the Agency
determ nes the project creates a substantial hardship on or is not in
the best interest of the public, the Federal Government or enpl oyees.

ARTI CLE 8
EQUAL EMPLOYMENT OPPORTUNI TY
SECTION 1
The Agency and t he DLA  Counci l acknow edge their mut ua

responsibility for assuring that no one who has authority to take,
direct, recommend, or approve any personnel action, or to influence
directly or indirectly anyone in the taking, directing, recomending
or approving of any personnel action, shall discrinmnate for or
against any enployee on the basis of race, color, religion, sex,
or national origin, as prohibited under the Cvil R ghts Act of 1964,
as anmended by the Equal Enploynent Opportunity Act of 1972; on

-12-
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the basis of age, as prohibited under the Age Discrimnation in
Enpl oyment Act of 1967, as anended by the Fair Labor Standards
Amendnents  of 1974; on the basis of sex as prohibited under the
Fair Labor Standards Act of 1938; on the basis of a nental or

physi cal handi cappi ng condition under the Rehabilitative Act of
1973; or on the basis of narital status or political affiliation
as prohibited under any law, rule, or regulation

SECTION 2

The parties pledge to do everything, jointly and severally,
which can lawfully be done to achieve, at the earliest practicable date,
a DLA workforce which is fully reflective of the Nation's diversity.
To that end, they agree that the DLA shall have an Agency-wi de
Affirmtive Action Program Plan (AAPP) (which i ncl udes a Federal
Equal Qpportunity Recruitment Progran) and that every PLFA shall have
a PLFA-wide AAPP whose explicitly stated principal objective is, and
shall continue to be, a wrkforce which is fully integrated with
respect to both mnorities and wonren in all organizational elenents, in
all occupational categories, and at all grade |evels.

SECTI ON 3
In pursuit of this principal and ultinmate EEO objective, it is
agreed that, when filling positions in which mnorities or wonen
are presently underrepresented, every reasonable and | awf ul action
will be taken to remedy this situation by affirmatively considering
mnority and fenal e candi dat es.
SECTI ON 4
Conpl ai nts of discrimnation based upon alleged violation of any
of the laws or directives listed in Section 1 above will be given
pronpt and fair consideration and every effort will be made to provide
a j ust and expeditious resolution of each such conpl ai nt.
Persons who rmake such conpl aints of alleged discrimnation or who
participate in the ©presentation of such conplaints shall be
uni npeded and free from restraint, interference, coercion

di scrimnation or reprisal

SECTION 5 The Agency has the duty and the responsibility to provide

—conpetent EEO Counselors who shall be available to give
pr onpt
attention to all EEO conplaints. Collective bargaining agreenents

negotiated at the PLFA level may, at the discretion of the parties
to such agreenents, provide for the nonination by the DLA

Council Local of candidates to be considered by the PLFA to be
selected and trained to serve as EEO Counselors. The nanes and
tel ephone numbers of all EEO Counselors at each PLFA wll be

post ed on official bulletin boards within that PLFA
SECTI ON 6

A person who files an EEO conplaint has the right to be
represented by any representative of his/her choosing during any
stage of t he conpl ai nt procedure. Wen a conplainant elects to
exercise that right, hel/she nmust advise the Agency in witing of

the name of his/her chosen representative. The conplainant my
also termnate or replace hi s/ her representative, i n which case
he/ she nust al so advise the Agency in witing. Nothing in this Section
i mposes any obligation upon t he Agency to provi de EEO

-13-



06/28/99

conpl ai nants with attorneys.
SECTI ON 7

The Agency agrees to provide a <copy of the applicable EEO
Acti on Plan, EEO regul ation or directive gover ni ng t he EEO
Conpl aints procedure to any enpl oyee who requests such docunents.

SECTI ON 8

The Agency will continue its efforts to identify and renove
barriers to the enployability or to the on-the-job perfornance of
handi capped persons.

SECTION 9

The Agency will revise and replace its present Agency wi de
AAPP (and FEORP) when it is instructed to do so by the Equal
Enpl oyment Qopportunity Commission (EEOC). In drafting subsequent
Pl ans, the Agency will make every effort to make every change
which can be nade to facilitate t he acconplishnent of its basic
objective of a fully integrated workforce as set forth in Section 2
above, and to avoid making any change which wll inhibit or delay
the acconplishnment of that principal objective. The Agency will
incorporate into the revised Agency Plan any proposed changes
whi ch will expedite the achievenent of that result. The DLA Council

agr ees to contribute to that process. In pursuit of that end the
following procedures wll be inplenmented:

A The Agency will provide the President of t he DLA
Counci | with 25 copies of the current Agency-w de AAPP and/ or revi sions,

as required.
B. Wthin 60 days of receiving the aforesaid Agency-w de

AAPP  and/or revisions, the President of the DLA Council wll provide
the Agency wth any proposals which the DLA Council wshes to
make wth respect to changes which it believes will aid nmaterially

in achieving a fully integrated workforce.

C. Wthin 60 days of receiving the DLA Council's proposals, the
Agency will adopt those proposals which it agrees wll contribute
materially to the Agency's principal EEO objective or to any of its
suppl enental objectives. It will reject all proposals which will inhibit
or delay the full integration of the workforce. |In either case it wll
advi se the Council President of the Agency response to each proposal
within the 60-day tinme period.

D. In the event that the Agency rejects a Council proposal and the
parties are unable, after negotiating the disputed proposals on the
subject, to achieve a neeting of the minds on whether a given Council
proposal does or does not inhibit or delay the achievenment of the
Agency's basic EEO objective, the parties will jointly petition the
Federal Service |Inpasses Panel for assistance in resolution of the
qguestion: "WII| adoption of the proposal contribute nmaterially to the
integration of the Agency's workforce; or will it contribute to one of
the Agency's suppl emental EEO objectives w thout inhibiting or delaying
the acconplishnent of the basic objective of a "fully integrated
wor kf or ce?”

E. Nothing inthis Article will constitute valid grounds for the
Agency's failure to comply, in a tinmely manner, wth nondiscretionary
directives issued by the EECC.
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ARTI CLE 9
UPWARD MOBI LI TY

The Agency and the DLA Council agree to the inportance of providing
| ower-grade enployees wth opportunities to satisfy their career
aspirations through conpetition for positions in career fields in the
general schedule (GS-1-9), or at equival ent wage grade full perfornance
level s.
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ARTI CLE 10
CAREER DEVELOPMENT AND TRAI NI NG

SECTION 1 - GENERAL
The Agency wil provi de traini ng and devel opnent
opportunities to assi st enployees in developing their skills and
knowl edges for performance of official job duties when beneficial to
t he enpl oyee and the Agency.

SECTI ON 2 - EDUCATI ONAL OPPORTUNI TY

The DLA Counci | and t he Agency shal | encour age
enpl oyees to take advant age of training and educat i onal
opportunities which will add to skills and qualifications
needed to increase their efficiency in t he performance of

their duties and those needed for advancement.

SECTION 3 - | NDI VI DUAL DEVELOPNMENT

The Agency shall make every reasonable effort to provide training
identified on the enployee's individual developnent plan when such
training is related to the enployee's official job duties. In regard
to training related to individual devel oprment pl ans, the supervisor
and the servicing Gvilian Personnel Ofice (CPO wll be responsible
for provi di ng counsel i ng and for scheduling training. The CPO will
assist the supervisor and the enpl oyee in the devel opment of
the individual devel opnent pl an, upon request, and will
provi de access to [ists and cat al ogs on | ocal traini ng

and educational resources for enployees and their supervisors.

SECTI ON 4 - EXPENSES

The Agency wll pay approved job related training expenses.

Enpl oyees who are interested in pursuing courses of
training or hi gher educati on at their own expense wll not
only be encouraged to do so, but t hey will be given full

credit in personnel actions for such training and education.
SECTION 5 - VOLUNTARY PARTI Cl PATI ONS/ SELECTI ONS

Participation in career developnent prograns will be conpletely
vol unt ary.

SECTION 6 - ANNUAL SURVEYS
Consistent with 5 CF. R Subpart B 410.201 an Agency servicing
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personnel office will conduct an annual review of training requiremnments.

SECTI ON 7 - TRAI NI NG PROGRANVS

Agency training progranms will include but are not linited to the
fol | owi ng:

A. Job related in-service or on-the-job training.
B. Cross-training and rotational assignnments.
C. Developnent wth |ocal educat i onal institutions or other
training sources training opportunities for enployees which wll
assist themin pursuing career goals and upward nobility with the Agency.

SECTI ON 8 - SELECTI OV NONSELECTI ON

When training is in response to a formal notice and t he
application for training is submtted through the enpl oyee's supervi sor,
the enployee(s) wll be notified of their selection or nonsel ection for

training on a tinmely basis prior to the tine that a decision is
formalized, attendant to the circunstances surrounding the time frane of
the training course.

SECTION 9 - PUBLI C RECOGNI TI ON

An enployee who has conpleted a training course program
Wil be provi ded appropriate recognition by nanagenent.

SECTI ON 10 - WAI VER OF QUALI FI CATI ONS

The Agency agrees, to the extent feasible, to make wuse of
training agreenents with the Ofice of Personnel Mnagenent (OPM to
permit waiver of qualifications.

SECTI ON 11 - ACCREDI TATI ON

When an institution of hi gher | ear ni ng provi des for
accreditation of on-the-job training and/or experience, the Agency wll,
upon request of the institution, seek to have accredit the Agency
program The Agency wi Il assist the enployee in gaining accreditation
based on his/her participation.

SECTI ON 12 - COUNCI L REQUESTS FOR | NFORVATI ON

The Agency wll provide the Council officers and DLA Council
Local officials wth appropriate annual reports on traini ng
activities which the Agency subnits to OPM

SECTI ON 13 - ORI ENTATI ON

DLA Council Local Presidents, or their designated representatives,
shall be allowed to be present at training courses or other rmeetings
convened for the purpose of orienting new bargaining unit enpl oyees. They |
shal | al so be accorded the privilege of inspecting material which is
distributed to enployees who attend such orientation sessions.
SECTI ON 14 - NEW EMPLOYEES

The parties agree that new enployees my require certain
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trai ni ng courses because of participation in intern or other specialized

car eer devel opnent activities. The Agency will periodically exanine

training acconplished to ascertain that such courses are also available
to other enployees who need themand who have been in the sane career

field for a longer period of time. The PLFA will provide information
on this topic annually along with the annual training report to
the DLA Council Local President or hi s/ her

desi gnee.
ARTI CLE 11
| NCENTI VE AWARDS

SECTION 1

The Incentive Awards Program wll be admnistered on a fair
and equitable basis. Any enployee considered deserving of an award by
hi s/ her supervisor will be nom nated in a tinely manner.
SECTI ON 2
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The DLA Council Local may be afforded the opportunity to have a
voting representative participate on any established incentive awards
conmittee for all awards applicable to bargaining unit enployees that
require conmittee recomendation in accordance with procedures and
appropriate arrangenents negotiated at the PLFA | evel

ARTI CLE 12
PGSI TI ON CLASSI FI CATI ON

SECTION 1 - BASI C POLI CY

The Agency and the DLA Council endorse the principle of equa
pay for substantially equal work.

SECTION 2 - PGSI TI ON DESCRI PTI ONS

The Agency wll nmaintain an accurate position description
for each position which will reflect the significant duties to be
per f or ned. Position descriptions containing "and other duties as
assi gned" or simlar phrases will not be used as a basis for

assigning duties to an enployee on a recurring basis which are
unrel ated to his/her principal duties.

SECTI ON 3 - COWPLAI NTS OVER POSI TI ON DESCRI PTI ONS
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When differences concerning the accuracy of the contents of a
position description cannot be resolved between the supervisor and
the enpl oyee, t he enpl oyee/ DLA Counci | Local representative nmay
file a grievance under the negotiated grievance procedure. Such
grievances will not i nclude issue(s) concerning the appropriate
classification of the title, grade and/or series of the position. The
matter concerning content accuracy must be resol ved before an
enpl oyee may file a position classification appeal.

SECTI ON 4 - CLASSI FI CATI ON COVPLAI NTS

A An employee who feels his/her position description is

i n‘prope.rl y classified wll meet and discuss this nmatter wth
hi s/ her supervisor for clarification. Should the supervisor be
unable to answer t he enpl oyee's questions, the supervisor wll

arrange for a neeting with the appropriate position classifier, the
supervi sor, and the enployee. The DLA Council Local representative
shall be afforded an opportunity to attend such neetings, i f
requested by the enpl oyee. Should this neeting fail to answer the
enpl oyee's questions, t he enpl oyee may file a position
classification appeal. Upon witten request by the enployee in
connection wth the appeal, the Agency will provide the enployee
and the enployee's designated representative wth an analysis which
shall cite the standards used to «classify the position being appeal ed.

B. If the position in question is identical to other occupied
positions in the PLFA which may be inpacted, the DLA Council Local
representative onsite will be afforded an opportunity to attend such

a neeting and/or audits in connection with the appeal, whether or not
requested by the enpl oyee.

C. The DLA Council Local representative nmay observe and
Wil be permtted to observe on official time when he/she would
otherwise be in a duty status. The Agency will not pay travel

and/ or per them—diem expenses for Council observers.
SECTION 5 - SURVEYS

A The HQ DLA shall provide the DLA Council Executive
Boar d sem -annually wth infornmation on occupational surveys to
be conducted or being conducted by PLFAs as a result of OPM
direction, OPM i ssuance of a proposed Gover nnent - wi de
classification st andar d, or devel opnent by the Agency of a
suppl emental classification guideline in accordance wth the OPM
position classification standards.

B. When a classification survey at a PLFA involves unit
enpl oyees, the DLA Council Local is pernitted to have an observer
present at the opening of the survey by the representatives of the

Cvilian Personnel Ofice and |ine managenent. Only an appropriate
representative from the wunit being surveyed or an enployee of the
unit being surveyed, who has been designated to represent the DLA
Council Local, shall be permtted to attend survey openings on
official time when they woul d otherwise be in a duty status. The Agency
will not pay travel and/or per them—diem expenses for DLA
Council representatives. The supervisors and the DLA Council Local
will be notified in advance of classification survey openings.
C. Following the classification survey and determnation of its
findings, the observer who was present at the survey opening wll
be advised of the results by the appropriate CPO. The DLA Council
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Local wil | not di scl ose confidential or privileged infornmation
obt ai ned.

SECTI ON 6 - DI FFERENTI AL PAY

Environmental differential pay shall be paid to any enployee
who is exposed to a hazard, physi cal hardship or working
conditions as authorized by FPM Supplenment 532-1, Subchapter S8 and
Appendi x J.

N . .
—ARTI CLE 13
MERI T PROMOTI ON

SECTION 1 - PURPOSE AND SCOPE

This Article is applicable to all pronotions to Agency positions
within the bargaining units represented by the DLA Council.

SECTION 2 - POLICY

A. The Agency and the DLA  Council recogni ze their j oi nt
responsibility to actively prompte the achi evenent of a hi ghl y
conpetent, fully integrated workforce. Toward this end, and in order to
nmeet the total objectives of the organization, the Agency has the right
infilling positions to use neans other than the conpetitive pronotion
process and to select from appropriate sources such as eligibles for
reinstatement, transfer, reassignnent, excepted appointnent, or those

Wi thin reach on an appropriate certificate of appoi nt nent
el i gi bl es.

B. A principal goal of the Agency is to provide every enployee

with the opportunity to realize a satisfying, rewar di ng, and
productive career. Essential tothis is a nmerit pronotion program which
functions in full support of managenent's need for a conpetent

effective workforce and provides the inpartial mechanismto enable
enpl oyees to advance as high as their abilities and initiative can
take themw thin avail abl e opportunities.

C. Merit pronotion procedures will apply to actions effecting

the conpetitive placenment (for over 120 days) of enployees (including

reinstatement and transfer eligibles) to positions at grade |evels higher

than those of their previous positions. They will also apply to

pl acenent into positions which offer pronotion to grades which are higher

than the specific full performance | evel of any position previously held
on a pernmanent basis.
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D. The Agency has the right to select or not to select fromanong a
group of highly qualified promotion candidates, including the right to
non-sel ect all candi dates.

E. H gher level duties and responsibilities will not be assigned
enpl oyees on a continuing basis when such assignnent is not in
accordance with the provisions and intent of this Article since such
assignments create the inpression of favoritismand preselection and
i mpai r enpl oyee confidence in the integrity of the pronotion program

F. Violations of the ©pronotion program can have serious

i npact on personnel rmanagenent that goes beyond the particular cases
i nvol ved. Proper pronotion actions are essential to assure that the
Agency is being staffed by the best persons available and enployees
are receiving fair consideration. Thus, the Agency agrees to take
appropriate and tinely measures to correct deficiencies discovered.

SECTION 3 - DEFI NI TI ONS

A. Area of consideration - The organi zational and/or geogr aphi cal
area within which qualified candidates will be eligible for consideration
for conpetitive pronotion or position change.

B. Cut-Of Score - A score conbining all the neasuring instrunents
being used in a rating plan to identify highly qualified candidates.
Candi dat es whose scores are below the cut-off score will not be referred
for consideration.

C. H ghly Qualified Candidates - Candidates who, in addition to
neeting the basic qualifications for a position, have additional
speci al i zed know edge, skill, and abilities (KSAs) necessary for success
in the position to be filled. Their total score is at or above the cut-
of f score and their performance of record is at or above fully successful.

D. Concurrent Consideration - The simultaneous consi deration
of Agency and non- Agency candi dates for conpetitive pronotion.

E. Mnimum Area of Consideration - The narrowest area of
consi derati on fromwhich the search for qualified candi dates may be made.

F. Pronotion Certificate - The certificate containing the
nanes of the top ranked candidates eligible to be considered by the
selecting official for conpetitive pronotion.

G Selecting Oficial - The individual delegated authority
by the Agency to make the decision regarding the selection for placenment
into a position.

H.  Subject Matter Expert (SME) - A person who has know edge and
experience which has provided a famliarity wth the duties,
qualifications requirenents, and responsibilities of the position.

l. Underrepresented Position - A position in any occupation or

grade level in which the organization under the supervision of the

selecting official has not reached the applicable established DLA
EEO and/ or Affirnmative Enpl oynent Program goal (s).

SECTI ON 4 - PROMOTI ONS EXCEPTED FROM COVPETI TI ON
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The following types of actions may be t aken wi t hout
regard to the conpetitive procedures established by this Article:

A A promotion resulting from the upgrading of an
enpl oyee's position due to the unplanned accretion of additional duties
and responsibilities or due to the issuance of a new classification
standard or the <correction of an initial classification error

B. A position change resulting from the application of
reduction-in-force procedures when the action is technically terned a
pronoti on because pay fixing policy requires the enployee to receive
a higher rate of pay than the enployee received in the old job.

C. Career promotion of an enployee wthout current conpetition
when at an earlier stage the enpl oyee was selected froma civil service
certificate or under conpetitive pronotion procedures for an assignment
i ntended to prepare the enployee for the position being filled.

D. Pronotion to the highest grade level within a PLFA (or
coll ocated organization) which contains at |east 25 percent of the
nonsupervi sory positions in the series. Selecting officials nmay not use
this provision to sel ect candidates fromoutside their own organizational
units. The specific grade levels to which these pronotions can be nade
above the full performance |evel are subject to negotiations at the |ocal
| evel . (PROVI SION NO LONGER PERM TTED PER OPM LETTER OF DEC 23, 1992.)

E. A career |adder pronotion foll owi ng nonconpetitive conversion of
a cooperative education student.

F. A position change froma position having known potential to a
posi tion having no higher potenti al

G A tenporary pronmotion of 120 days or |ess.

H. Conver si on from tenporary to per manent pronotion
provided the tenporary promotion was effected wunder conpetitive
procedures and the fact that it nmight |ead to permanent pronotion was
made known to all potential candidates.

I. Repromption to a grade which is no higher than the highest
grade previously held on a pernanent basis or to a position which offers a
non-conpetitive promption to a position that is no higher than the
specific full performance level of any position previously held on a
per manent basis. This provision will not apply to an enpl oyee previously
denoted for cause

J. Pronotion after failure to receive proper consideration in a
conpetitive pronotion action

K. Pronmotion directed by the PLFA Head or higher authority to
effect the corrective action on an equal enpl oyment opportunity
conpl aint, appeal, or grievance decision or to correct a violation of
regul ation or |aw

L. A pronotion when the enployee's position is reconstituted
because of either a managenent action or an accretion of additiona
duties and responsibilities, provided:

1. The enployee will continue to performthe new duties as
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wel | as those of the current position

2. The addition of new duties and responsibilities
does not inpact on the grade of any other encunbered position.

3. The enployee neets all requirenents for pronotion to the
posi tion.

SECTION 5 - RESPONSI BI LI TI ES
A, PLFAs will:

1. Adninister the Merit Pronotion Program and assure adequate
advi ce and assistance is provided to supervisors and enpl oyees to enabl e
themto discharge their responsibilities in connection with the program

2. Appraise candidates for conpetitive pronotion opportuni-
ties as objectively as possible and consistent with the facts as evi denced
in actual performance.

3. Attendant to the circunstances of the individual case,
make selections within a reasonable time, normally within 10 workdays
after receipt of a pronotion certificate by a selecting official

4. Notify each enployee on a pronotion certificate of
hi s/ her sel ection or nonsel ection

5. Docunent reasons for nonsel ecti on of enployees eligible for
repronotion consideration who have been certified on a pronotion
certificate.

6. Provide for t he publici zi ng of job opportunity
announcenents within the announced area of consideration

7. Attendant to the circunmstances of the i ndi vi dual
case, release enployees selected under this programnormally not |[later
than the begi nning of the second pay period follow ng final selection

8. Provide advice, upon request, to enployees w th respect
to the filing of applications and the regul atory aspects of the pronotion
program

B. The DLA Council Local wll bring matters of concern
regardi ng the pronmotion programto the attention of the PLFA as early as
possible in an effort to reach infornal resol utions.

C. Enployees are expected to:

1. Apply only for those positions for which they consider
thensel ves qualified and in which there is a genuine interest and
willingness to accept, if selected.

2. Assure the applications filed for consideration are
conpleted legibly, accurately and in the detail required to permt a
valid evaluation of their qualifications.

3. Cooperate in the resolution of questions concerning their
qualifications and eligibility for a specific job vacancy or job
category by providing pertinent information as nmay be requested or
required.
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4, Advi se supervi sors or co-wor kers of the job
opportunities in which they are interested and arrange to be notified
if such opportunities are advertised while they are absent on |eave,
detail, TDY, or at a training course.

5. Familiarize thenmselves with this program and seek desired
clarification from supervisors and/or their servicing Civilian
Personnel O fice.

6. Respond to the requirements of JOAS, including KSAs.
SECTION 6 - AREA OF CONSI DERATI ON

A. The area of consideration for positions to be filled t hr ough
conpetitive pronotion procedures nust be broad enough to obtain a
sufficient nunmber of highly qualified candidates from which to select
and to provide adequate pronotion opportunities for enployees.

1. For permanent promotion opportunities, the mninmm area of
consideration will be as follows:

GS-15: DOD-wi de

GS-14: DLA-wi de

GS-7-13 and Wage Grade Equival ents: PLFA-w de

GS-6 and Bel ow and Wage Grade Equivalents: PLFA units
within the commuting area.

2. For permanent pronotion opportunities to grades and/or
occupations where minorities and wonmen are underrepresented, the mni-
mum ar ea of consideration nmust be broader than above. In these cases, the
parties at the local level will expand the area of consideration through
nmut ual agreenent or through |ocal negotiations, if necessary.

B. Wen there are, or it is anticipated that there wll be,
fewer than three highly qualified candidates, the mninmm area of
consideration wll normally be expanded at |east as follows, unless the

selecting official indicates that a selection can be nade fromthe few
candi dates certified:

GS-15: DOD-wi de and, as appropriate, other Federal activities
in the area where the vacancy exists.

GS-14: DOD-wi de and, as appropriate, other Federal activities
in the area where the vacancy exists.

GS-13 and Wage Grade Equivalents: DLA-wide and, as appro-
priate, other Federal activities in the area where the vacancy exists.

GS-12 and Bel ow and Wage Grade Equival ents: PLFA-w de and, as
appropriate, other Federal activities in the area where the vacancy
exi sts.

SECTI ON 7 - CONCURRENT AND PRI ORI TY CONSI DERATI ONS

A.  \Wen concurrent pronotion consideration is to be given to
non- DLA candidates for positions to be filled in accordance with this
Article, the job opportunity announcement will state the fact and such
candi dates will be rated by the sane neans and using the sane criteria as
to be used for rating DLA candi dates, except as provided in Section 7B.
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B. Priority consideration wll be given to those qualified
candi dates who have entitlenent to consideration under other regulatory
requi renents. These include enployees affected by reduction-in-force or

transfer of function in accordance with their eligibility and/or

rights under the DOD Priority Placenent Program registrants in the OPM
Di spl aced Enployee Program enployees transferred or detailed to
i nternational organizations, individuals in the mlitary service who have
reempl oyment rights, DOD oversees returnees, recovered disability
annuitants and injury conpensationers, and candidates referred through
mandat ory referral procedures under DOD Career Prograns.

SECTION 8 - JOB COPPORTUNI TY ANNOUNCEMENTS

A. Positions to be filled through the conpetitive pronotion process
will be publicized by means of a job opportunity announcerment (JQOA).

B. As a mininum JOAs shall include the follow ng information:
1. The JOA nunber.
2. The position title(s), occupational series, and grades(s).
3. Opening and cl osi ng dates.

4. A brief sunmmary of the representative duties of the
position(s).

5. Area(s) of consideration
6 . Qualification requirenments, including a description of any
nodi fication of established qualification requirenents.

7. Selective placenent factors, if any.

8. KSAS, evaluation factors and the due considerati on of weights
they will receive in arriving at composite or total scores for ranking
pur poses.

9. A statenent that the position(s) covered has (have) known
pronotion potential which can result in subsequent career pronotion(s), if
appl i cabl e.

10. Any test(s) required.

11. Any unusual conditions of enploynent which it mght be
advi sabl e to publicize, such as tour of duty, tenporary duty (TDY) travel,
driver’'s |license, financial statenent filing requirenent, security
requi renents, etc.

12. A statenent that applications will be accepted from VRA
el igibles and 30 percent or nore disabled veterans.

13. The statenent: “The Defense Logistics Agency is an equa
opportunity enpl oyer.”

14. Statenent that basic eligibility requirements such as tine
in grade, mninmumqualifications, and other regulatory requirenents mnust
be met by the closing date (or the closing/cut-off date of the register
if one is used).

15. Length of tenporary pronotion or detail (if appropriate).
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16. How and where to apply, including any special forns required.

_ 17. Statement concerning PCS nonpaynent where PCS will not be
pai d.

18. Statement as to whether the position is a drug testing
desi gnat ed position.

19. Statenent as to whether the position is subject to nmobility or
rotation.

C. JOAs will be posted in appropriate places, such as electronic
bulletin boards, electronic mail systens, or official bulletin boards
devel oped for that purpose during the time linmts wthin which
applications wll be accepted. Announcenents issued for specific
vacancies wll remain open for periods of time dictated by Iocal
agr eenent .

D. An announcenent issued for a specific vacancy or vacanci es may
al so be used to fill any nunber of additional vacancies within 6 nonths
after the closing date of the announcenent which arise in the PLFA
attendant to the particular circunstances at the PLFA.

E. JOAs for positions for which there is an anticipated frequent,
repetitive or continuous need may either be announced on an open
continuous basis, or may be announced for a limted period and used to
establish a register of top ranked candidates to be referred as
appropriate vacancies ari se.

1. For JOAs announced on an open continuous basis, i nterested
applicants within the area of consideration may apply at any time prior to
cancel |l ation of the JOA. Each time a vacancy occurs which will be filled
fromthe JOA all eligible candi dates who have applied up to the date that
the request to fill the vacancy is received for recruitnent will be
consi der ed.

2. For JQAs which will be open for a limted period and used to
establ i sh continuing pronotion registers, applicants may apply only during
the linmted period indicated. Eligible candidates will be placed in rank
order on a register which will be used to fill sinilar vacancies as they
occur for a specified period of time after the closing date of the JOA
Ceneral ly, a pronotion register may be used for a period of up to 2 years
provided the JOA is reopened at least every 6 nmonths to allow for the
submission of applications from other interested enployees and the
updating of applications by enployees who have previously filed unless
di fferent reopening periods are negotiated |ocally.

F. To be accepted, applications nust be received or postmarked by the
dates specified locally. Applications determned to be late will only be
accept ed when extenuating circunstances prevented the applicant's tinmely
filing.

G Anendnents, cancellations, extensions or other changes to JOAs
wi Il be publicized by issuance of an anmended JOA or through other nmethods
locally negoti ated.

H JOAs nmay be reviewed and initialed within a reasonabl e period of

time by the DLA Council Local President, or designee, in accordance with
arrangenents agreed to at the PLFA | evel.
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SECTION 9 - EVALUATI ON OF CANDI DATES FOR COWVPETI Tl VE PROMOTI ONS

A PLFAs may use any of the alternative rating nethods found in
DLAR 1404.4 to evaluate nerit pronotion candidates in accordance wth
arrangenents agreed to locally.

B. Candi dates nust be evaluated on the basis of their know edge,
skills, and abilities (KSA) relevant to the position being filled. For
each position (or group of positions) which will be filled through
conpetitive promotion procedures, a witten rating plan nmust be devel oped.

This plan will describe:

1. The know edge, skills, and abilities identified through
job anal ysis as necessary for successful job performance and the degree to
whi ch each is needed.

2.  The measurenent methods to be used.
3. How the highly qualified group will be determ ned.
C. Devel oprment of KSAs will include:

1. Performing a job/task analysis to identify nmmjor job
functions associated with the position(s) to be filled.

2. ldentifying the KSAs necessary to perform the nmjor job
functions.

3. Determ ning those KSAs which are essential, which are
ratable froma witten record, and which differentiate barely acceptable
from superior candi dates.

D. Devel oprent of crediting plans will include:

1. Devel opi ng appropriate nmeasures for the KSAs, nornally 2
to 4 levels of possession of the KSA

2. Weighting KSAs in terms of its relative inportance to
t he vacant position.

E. All rating plans nust eval uate pronotion candi dates on the basis
of experience, education, training and self-devel opnent, awards and
performance ratings.

F. Evaluation procedures to be followed and neasuring information
to be used will be based solely on job related criteria. Unl ess
ot herwi se negotiated locally, all ranking plans will use a maxi mum poi nt
score of 100. As a mininum the factors which must be considered
in the devel opnment of ranking plans are: (a) Quality of Experience, (b)
Performance Rating, (c) Education, Training, and Self-Devel opnent, and (d)
Awards. Additional factors considered relevant and essential to the
ranki ng process such as required test or group interviews, etc.,
may be used. Pronotion candidates with no performance rating, no
rel evant critical elements, or whose rating does not match the DLA
scoring process, wll be given a score equal to "Fully Acceptable."

G Experience nust be evaluated to ascertain the qualitative val ue

of an applicant's know edge, skills and abilities that are directly
related to the duties and responsibilities of the vacancy.
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H. Only education, training, and self-devel opnment conpleted by the
closing date of the JOA may be credited if it is indicative of likely
possession of one or nore of the know edge, skills, or abilities of the
vacancy.

|. Each candidate's score for the rating elenents will be determ ned

by a review of the Supplenental Qualifications Statement (SQ@) and/or

the SF-171 or locally devel oped substitute form submitted. OPFs will be
used only to corroborate information provided by the candi date.

J. If 10 or fewer candidates qualify for a vacancy, or qualify at a
given grade level if the position was advertised at nore than one grade
| evel , an abbrevi ated procedure for determ ning the highly qualified my
be used. Under this procedure, PLFAs may use whatever job related
criteria they consider appropriate to distinguish highly qualified
candi dates from those who nmeet only mininmum qualification requirenents.
Only those candidate determined to be highly qualified may be referred for
consideration. Ratings do not have to be assigned, and an el aborate or
structured eval uati on process is not required. Such factors as |ength of
experience may not be used to distinguish highly qualified candi dates from
those who are nminimally qualified.

K. Candidates who have a current annual performance rating of
Mninmally Acceptable or Unacceptable w Il not be certified for
promotion consideration. They will be notified that they are ineligible
for further consideration.

SECTI ON 10 - USE OF PANELS I N THE PROMOTI ON PROCESS

A Rating and ranking panels may be used to evaluate and rank
candi dates for pronotion consideration. If nmanagenent elects to convene a
rati ng and ranking panel, it will notify the Union and will ensure that

Uni on nom nees are fully considered in its selection of panel nenbers.

B. Panels used to rank candidates for positions at GS-12 and above
must include a subject matter expert.

C. Panel nenmbers will be provided sufficient guidance concerning the
nmet hods and procedures for evaluation and ranking candidates so as to
enable them to thoroughly understand and uniformy apply the eval uation
process.

D. Panels will not function in any way which preenpts the
selecting official's authority.

SECTI ON 11 - REFERRAL OF CANDI DATES FOR SELECTI ON

A Alist of the highly qualified candi dates, as determ ned by the
Civilian Personnel O fice or a rating panel, as applicable, wll be
referred to the selecting official for consideration. The nunmber to be
referred will be determined |ocally.

B. In cases where the position was announced at nore than one grade
| evel, the selecting official may be provided a list for each grade |evel
adverti sed.

C. \Wen a pronotion certificate contains at |east three (3) highly

qualified candidates, the selecting supervisor nmay not reject the
certificate as inadequate solely on the basis that it contains an
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i nsuf ficient nunber of eligibles.

If the pronotion certificate contains fewer than three (3)
hi ghl y qual i fied candidates, or if declinations reduce the nunber to fewer
than three, the selecting of ficial may request that recruitment efforts
be renewed or helshe may proceed with the selection process. | f
recruitnent is renewed, previous applicants need not reapply to receive
consi deration. The highly qualified group will be determ ned based on the
rati ng and ranking of all candidates for the position.

SECTI ON 12 - CANDI DATE | NTERVI EV6

A. CGenerally, all candidates will be interviewed. Candidates who
are not readily avail abl e need not be interviewed or may be interviewd by
phone. To expedite staffing, additional candidates who need not be

interviewed may be determned |locally based on whether the position(s),
interviewer(s), and the organization(s) are simlar and how nuch tinme has
el apsed since the last interview

B. Interviews will be conducted in essentially the same manner in
regard to questions asked and the infornation being sought so that al |
candi dates are given an equitable opportunity to present thenselves and
their qualifications.

C. Enpl oyees  will be released, after maki ng appropriate
arrangenents with their supervisor, for the time necessary for the
interview to be conduct ed.

SECTI ON 13 - SELECTI ON

Selecting officials may select any of the candidates referred on
the pronotion certificates, or any candidate eligible for nonconpetitive
consi der ati on.
SECTI ON 14 - RECORDS

Pronotion actions wll be docunented and records maintained in
accordance with requirements established by the OPM The DLA Council

Local representative shall have the right to review pertinent pronotion
records, upon request, subject to the linmtations of the Privacy Act.

ARTI CLE 14
EMPLOYEE ASS| STANCE PROGRAM

SECTION 1 - GENERAL

The Agency agrees to inplenent and pronpte an enployee
assistance program for individuals suffering from al coholism dr ug
abuse, or enpotional disorders that nay affect job performance and to
make enployees and supervisors aware of the program

SECTION 2 - COUNCI L- AGENCY COOPERATI ON

A The DLA Council agrees to cooperate fully wth the
Agency in attenpting to rehabilitate and i nprove work performance, if
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appropri ate, of affected enployees who need assistance under the
provi sions of this program

B. The DLA Council and the Agency recognize that t he
program is designed to deal forthrightly with the problem at an early
stage when the situation is nore likely to be correctable.

SECTI ON 3 - EMPLOYEE RESPONSI BI LI TY

When an enployee's problem interferes with the efficient and
proper performance of his/her duties, reduces his/her dependability,
or reflects discredit wupon the Agency, supervisors wll ei t her
advise or encourage troubled enployees to pursue help through the
Enpl oyee Assistance Program before considering disciplinary or other
corrective action.

SECTION 4 - USE OF SI CK LEAVE UNDER THE PROGRAM

Enpl oyees undergoing a prescribed program of treatment will be
granted sick |l eave on the same basis as any other illness when absence
from work is necessary.

SECTION 5 - PROGRAM TRAI NI NG AND PUBLI CI TY

A. Subject to negotiations at PLFA |evel, DLA  Counci l Local
representatives will attend |ocal sem nars, workshops, conferences or
traini ng sessions designed to acquaint supervisors, nmanager s and

enpl oyees with the programand its operation

B. The Agency shall inform enployees of the program and its
services annual ly.

ARTI CLE 15
SAFETY AND HEALTH
SECTION 1 - GENERAL
A. The Agency will, to the extent of its authority, provide and
mai ntain safe and healthful working conditions for all enployees.

Safe and healthful working conditions will be determined in accordance
with the definitions and standards contained in Section 19 of the

Cccupat i onal Safety and Health Act (GSHA), in Executive Oder
12196, and in i mpl enenti ng regul ati ons and directives.
B. The DLA Council will support t he Agency' s efforts to

acquai nt every enpl oyee with his/her safety and health responsibilities.
Any bargaining unit menber who is performng duties which he/she

bel i eves endanger s hi s/ her health or safety, wll notify his/her
supervisor promptly. If the supervisor agrees with the enployee and
cannot sol ve t he probl em by provi di ng i medi ate adequate
protection, the supervisor shall renpbve the enpl oyee from the

situation and refer the problemthrough appropriate channels for action
C. An enployee's bona fide (29 CF.R § 1960.46(a)) refusal to

work in unsafe or unhealthy areas, as described above in this Section
will not result in reprisal by the Agency.
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SECTI ON 2 - PERSONAL PROTECTI VE EQUI PVENT

The Agency will furnish per sonal protective equi prent to
enpl oyees when it determ nes that such equipnent is necessary for the
work to be done safely without charge or cost to the enployee.
Enpl oyees will be allowed to retain such equipnent, if it is not
suitable for use by other enployees when they no longer need it
(i.e., eyeglasses, safety shoes, etc.).

SECTI ON 3 - SAFETY AND HEALTH | NSPECTI ONS

The Agency will conduct annual safety and health inspections

at every Agency installation. The DLA Council Local wll be afforded
an opportunity to participate in these inspections. Safety and
health hazards discovered in these inspections will be corrected as

expedi tiously as possible.
SECTION 4 - FIRST-AID KI TS

At activities where local health services are not available, the
Agency will furnish one industrial first-aid kit for every 50
enpl oyees, and wll ensure that at |east one enployee of the activity
is qualified to admnister first aid.

SECTION 5 - ANNUAL REVI EW OF HEALTH SERVI CES

A review of the health services of each PLFA wll be conducted
at least once a year. Annual job related nedical examnminations wll
be offered to eligible enployees as provided in Chapter VIII of DLAM
6055. 1.

SECTION 6 - PROTECTI ON OF EMPLOYEES EXPOSED TO CARCI NOGENS

The Agency will provide annual physical exanminations to enployees
who may be exposed to known carcinogenic substances in performance of
their official duties.

SECTION 7 - WORK | N UNSAFE AREAS

A. The provisions of DLAM 6055.1 (DLA Safety and Health
Manual ), E. O 12196, and 29 C.F.R 8 1960 in effect at the time will be
fol | oned to that enployees who are involved in occupations wth
identified safety/health hazards are nade aware of t he hazar ds,
informed  of safe and work practices, and educated in the use of
appropriate personal equipnent.

B. Appropriate abatenent procedures in accordance with DLAM 6055. 1,
E.O 12196, and 29 CF.R § 1960 in effect at the tine will be followed
to a work area which has been determned by a conpetent authority to be
unsafe or unhealthy.
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ARTI CLE 16
PRODUCTI VI TY

It is to the mutual advantage of the Agency and of the DLA Council
to work together to inprove and increase the productivity of DLA and the
skills and capabilities of its enployees. The Agency and the DLA
Council will provide encouragenent and assistance to their counterparts
at the PLFA level who decide to establish a joint union-management
productivity council.
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ARTI CLE 17
MEMBERSHI P AND PARTI Cl PATI ON | N PROFESSI ONAL ASSOCI ATl ONS

Enpl oyees are encouraged to join and partici pate in
pr of essi onal organizations and their functions. Expenses for
menbership and/or participation in these neetings, i ncluding travel
and per di em if appropriate, will be borne by the enployee.
However, when an enpl oyee is directed by the Agency to join
and participate in professional organi zati ons and their functions,

expenses, including travel and per diem wll be bor ne by
t he Agency.
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ARTI CLE 18

PERFORMANCE EVALUATI ON
SECTION 1

A.  Periodic observation and eval uati on of performance, acconpanied
by di scussions, should serve to increase understandi ng between supervisors
and subordi nate enpl oyees regardi ng performance.

B. Managenment will prepare and use witten performance plans to
eval uate the work of subordinates.

C. Performance plans nust be current and derived fromthe duties and
responsibilities of the position, and be reasonably attainable.

D. Enpl oyees will be given the opportunity to participate in the
initial development and substantial revision of performance plans for
their positions.

E. Managenment will keep enployees informed periodically of their
performance, and rmust provide themw th counseling and traini ng necessary
to be fully productive.

F. Performance ratings will be one of the bases for decisions
regardi ng enpl oyee training, awards, reassignnents, pronotions, wthin
grade increases and quality increases, retention, reductions in grade, and

renovals from the Federal Service. Those enpl oyees whose performance
falls below the Fully Successful level will be given the opportunity to
i mprove.

G Empl oyees who serve as representatives or officials of |abor
organi zations will be rated solely on the basis of how well they perform
the duties and responsibilities of their officially assigned positions.

SECTION 2 - DEFI NI TI ONS

A.  Appraising Supervisor. The individual who is authorized to assign
and review work, and is responsible to oversee performance of the enpl oyee
bei ng evaluated. This individual is normally the inmmedi ate supervi sor who
exercises full range personnel managenment responsibility.

B. Approving Oficial. The individual (s) responsible for approving
ratings submtted by the appraising supervisor for those ratings which
fall below Fully Successful. This is normally the next higher Ievel
supervi sor above the appraising supervisor.

C. Critical Elenent. A conmponent of a position consisting of one or
nmore duties and responsibilities which contribute toward acconpli shing
organi zati onal goals and objectives, and which is of such inportance that
unacceptable performance on the element would result in unacceptable
performance in the position.

D. Ful ly Successful. The performance |evel necessary for the
enpl oyee to function adequately, fulfill the duties and responsibilities
of the position, and properly contribute to neeting organizational
per f or mance goal s.
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E. Mninally Acceptable. Performance in which inmportant aspects of
work are deficient and inprovenment is necessary for the enployee to
properly contribute to achi eving organi zational goals. |f the enployee is
rated at this level in one or nore critical elenments, a sunmary rating of
M nimal Iy Acceptable nust be given

F. Perfornmance Appraisal. The process of review ng and eval uating
the performance of an enpl oyee against the witten performance plan

G Per f or mance Pl an. The witten conbination of critical elenents
and standards of performance for them

H. Performance Standard. The results-oriented statenment that
describes the |l evel of performance established for a critical elenment in
such dinmensions as quality, quantity, tineliness, and manner of
per f or mance.

l. Rating of Record. The summary rating under 5 U S C. § 4302
ordinarily required at the end of the appraisal period (Decenber 31).

J. Sunmary Rati ng. The witten record of the appraisal of each
critical elenent and the assignment of the summary adjective rating.

K. Unacceptable. Performance which substantially and consistently
fails to neet the Fully Successful level for a critical element. |If an
enpl oyee is rated Unacceptable in one or nore critical elenents, a summary
rati ng of Unacceptabl e nust be given and the enpl oyee reassi gned, denot ed,
or renoved fromthe Federal service.

SECTI ON 3 - PROCEDURES

A. Establishing Witten Perfornmance Pl ans

1. Witten performance plans related to the duties and
responsibilities of each position will be prepared, revised as necessary,
and kept current. Performance plans will set forth the criteria by which
work will be neasured for each critical elenent. Enpl oyees will be

encouraged to participate in the initial devel opment of perfornmance plans
for their positions. Any change to or revision of perfornmance plans will
be discussed with the concerned enpl oyees and their coments considered
prior to the plan becomning official

2. An enmployee will be provided a copy of the performance plan
for his/her position at the beginning of each appraisal period, upon
initial entry into the position, and when a new or revised performance
pl an is established.

3. G@uidance on the devel opnent of witten performance plans is
contained in DLAH 1434.1, Supervisor's @ide to Witten Perfornance
Standards. The DLA Council Local will be provided copies of the CGuide as
negoti ated | ocal ly.

B. Discussing Perfornance with Enpl oyees

1. Performance appraisal is a continuous process involving
peri odi ¢ di scussi ons between the supervisor and enpl oyee (at |east tw ce
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per year, one md-period discussion and a sumrary di scussion at the end of

t he appraisal period or when perfornmance is rated). Every effort should
be nade to assure that enpl oyees understand the performance plan for their
positions, as well as the extent to which their performance neets
st andar ds. Enpl oyees may request clarification of any aspect of their

pl an which is not clear

2. Each enpl oyee's performance shoul d be di scussed at the

time a rating is given. |If an enployee is tenporarily unavail abl e
for this discussion, the supervisor should delay forwarding the conpleted
rating to the servicing Ofice of Civilian Personnel (OCP) until the

enpl oyee is avail abl e unl ess the absence is expected to last for nore than
30 days.

C. Rating Perfornance

1. The fixed performance appraisal period for enpl oyees covered
by this Article begins on January 1 and ends on Decenber 31 each year. No

requests for waivers to or variations fromthis rating period will be
ent ert ai ned. Ratings will normally be prepared and—and/or approved by
February 15 of each year. Ratings will be based on at |east 90 cal endar

days wor ki ng under a performance plan for an appraising supervisor. Wen
an enpl oyee changes from one position to another, but has served 90
cal endar days in the forner assignnent for the |osing supervisor, an
appraisal will be prepared and forwarded to the gaining supervisor. To
the extent that it is applicable, that appraisal will be considered when
the enpl oyee's perfornance is rated at the end of the appraisal period.
When a position change occurs during the last 90 days of the appraisa
period and the enployee is otherwise eligible for a rating, a rating of
performance wll be prepared. Ratings thus prepared will becone the
rating of record for the appraisal period.

2. An enpl oyee who has been on long-term training or other
| engt hy absence from duty, or for other reasons has not conpleted the
m ni mum 90 days of work necessary for a rating at the end of the appraisa
period, will have his/her appraisal period extended for a period of tine
necessary to provide the mnimum 90 days worki ng under a perfornmance plan
for an appraising supervisor that is required for a rating. Arating wll
be rendered at the end of the extended period. The fornmer rating of
record will continue in effect until the newrating is prepared, reviewed,
and approved.

3. Wien either a tenporary promotion or a reassignnent NTE (date)
is processed and the assignment |lasts nore than 9 nonths, the gaining

supervisor will provide the enpl oyee’s annual official performance rating
In addition, the gaining supervisor nust also ensure that an appropriate
performance plan exists for the position. |If one is not available, he or

she nust follow the procedures outlined in section 3. A above.

4. \Wen a performance rating is prepared, each critical elenment

will be rated as either Fully Successful, Mnimally Acceptable, or
Unacceptable unless the enployee has had insufficient opportunity to
denonstrate performance on an elenent(s). In this event, the critica
el enent shoul d be annotated as unratable and should not be considered in
determ ning the summary adjective rating. |f an enployee's perfornance

fails to conpletely nmeet the Mnimally Acceptable |evel, performance for
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that el ement should be rated Unacceptable. The summary adjective rating
will be determ ned as provided on DLA Form 46, Performance Rating.

5. Enpl oyees who serve as representatives or officials of DLA
Council Locals will be rated solely on the basis of how well they perform
the duties and responsibilities of their officially assigned positions,
and as provided in subparagraph C4 above.

6. Except when necessary to extend the performance appraisal
peri od, performance ratings will be prepared by February 15 of each year.

7. The appraising supervisor will provide a copy of the conpleted
performance rating to the enployee, discuss its contents and the
enpl oyee's performance, and obtain the enployee's signature. The
enpl oyee' s signature does not inmply agreenent; it nerely verifies that the
rati ng has been received and discussed. A space is available for the
enpl oyee to al so comment on the form

8. Wien an enpl oyee has been informed that his/her performance is
bel ow the Fully Successful Ilevel, the Enployer will pronptly initiate
efforts to help the enployee overcone the deficiencies. Section 4
provi des further guidance to be foll owed when perfornmance is considered to
be at the Unacceptable |evel.

D. Rerating Performance During the Appraisal Period

1. It is expected that enployees will usually receive only one
performance rating per year and that will occur by February 15 of each
year. However, performance nmay be rerated when an enpl oyee's performance
in one or nore critical elenents has becone Unacceptabl e. Per f or mance
must be rerated when the rating of record does not agree with the decision
to grant or withhold a within grade increase.

2. Arerating may not take place until the enpl oyee has conpl et ed
a mininmum of 90 calendar days in the job working for an appraising
supervisor, and at |east 90 cal endar days have el apsed since the previous
rating. A rerating may not take place during the final 90 days of the
fixed appraisal period. It is not necessary to rerate an enpl oyee at the
end of a warning period(see Section 4 below) in order to take an
appropriate performance-based personnel action.

E. Apprai sing Performance on a Detail, Tenporary Pronotion, or
Reassi gnnent NTE (date)

1. Wen a detail, tenporary promotion, or reassignment NTE (date)
within DLA is expected to last 120 days or nore, the enployee wll be
furnished with a copy of the performance plan for the position.

2. Upon conpletion of a detail, tenmporary pronotion, or
reassi gnment NTE (date) lasting 120 days or nore, the enployee wll
receive a performance rating. |f the tenmporary pronotion or reassignnent
NTE (date) lasted less than 9 nonths, such a rating is for information
only and does not becone the rating of record. It will be considered to

the extent that it is applicable to the enployee's regul ar position when
the enpl oyee's perfornmance is rated at the end of the appraisal period.
See section 3C3 for information concerning | onger tenporary assignments.
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F. Probationary Period Eval uation

1. During the 1-year probationary period required after
conpetitive appointnment, a new enployee will be appraised to determ ne
whet her conduct, performance, and overall fitness warrants retention in
t he Federal service.

2. Managenent will eval uate a probationary enpl oyee's conduct and
performance not |ater than the 10th nmonth of probation period. A witten
eval uation and reconmendati on nust be subnmitted on whether or not the
enpl oyee shoul d be retained. This probationary period eval uati on does not
take the place of the annual perfornmance rating.

3. Part 315, 5 CFR, provides gui dance and procedural requirenents
for the separation of a probationary enpl oyee.

G Performance Ratings and O her Personnel Actions

1. An enployee's retention standing for reduction-in-force (R F)

will be determned in part by the last three annual summary ratings of
record. Beginning with the first annual performance rating issued after
Decenber 31, 1997, enployees will receive 20 years of additional service

credit for performance during RIF for each rating of Fully Successful
For ratings issued for rating periods ending before that time, enployees
will receive 12 years of additional service credit for each annual rating
of Fully Successful, 16 years of credit for each rating of Highly
Successful, and 20 years for each rating of Exceptional. The number of
years of extra service credit for performance during RIF for each rating
of Fully Successful will be revised to conformto Part 351 Title 5, Code
of Federal Regulations, if revisions to that Part necessitate such
changes.

2. The performance rating of record at the tine an enployee
applies for a position under the Merit Pronotion Programw ||l be the one
used in part to determne the highly qualified candidates (see Article
13).

3. An enployee's performance will govern the decision to grant or
wi thhold a within grade increase when one is due. General Schedule (GS)
enpl oyees must be performing at "an acceptable |evel of conpetence." An
acceptabl e I evel of conpetence equates to a rating of record at the Fully
Successful sunmary |evel. Enployees covered by the Federal Wage System
nmust perform at a "satisfactory" level as provided in 5 USC §
5343(e)(2). A satisfactory rating equates to a rating of record at the
Ful ly Successful summary level. The npbst recent rating of record nust

agree with the decision to grant or withhold a within grade increase
Specific information on within grade increases is contained in DLAR
1416.9, Wthin Grade Increases (WGs) and Quality Step Increases (QSIs).

H Effective Dates for Ratings. The effective dates for performance
ratings will be the date each is signed by the approving official

I. Performance Rating Gievances

1. Enpl oyees are expected to seek informal resolution of
di sagreenments with their supervisors concerning performance ratings. A
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grievance may be filed only after a perfornmance rating has been conpl et ed
and communi cated to the enployee. If it is alleged that the sunmary
rating has been incorrectly determined, this should be reviewed and
corrected, if appropriate, by nanagenment. Only allegations of incorrect
determ nati ons of the sunmary ratings or ratings of individual critical
el ements may be grieved; the sunmary rating itself may not be grieved.
The sunmary rating will be appropriately adjusted automatically dependi ng
upon the outconme of a grievance on one or nore critical elements.

2. The expected norm of performance is the Fully Successful
[ evel . Wen an enpl oyee grieves one or nore critical elenments rated bel ow
Ful 'y Successful, the burden of proof that the rating(s) given is proper
rests with managemnent.

SECTION 4 - WARNI NG EMPLOYEES OF SERI QUS PERFORMANCE DEFI Cl ENCI ES

A.  \Wen performance is considered by managenent to be at or bel ow the
Mnimally Acceptable level, the follow ng course of action will be taken:

1. Step 1. The supervisor will counsel the enployee concerning
the performance deficiencies, specifically identify areas of performance
bel ow the Fully Successful |evel, explain what rmust be done to inprove,
and suggest ways to nake inprovenents. Mdre than one such counseling may
be necessary before an enployee is able to denonstrate Fully Successful
per f or mance.

2. Step 2. If performance is considered to be at the
Unacceptable level in one or nore critical elements after counseling and

assistance, a letter of warning will be issued to the enployee. The
letter will state that performance is considered to be Unacceptable,
establish a period during which the enployee will be expected to attain

the Fully Successful level in the deficient elenment(s), and generally
i ncl ude the foll ow ng:

a. ldentification of each critical elenent in which performance
is considered to be Unacceptable, and description of those aspects of work
that are deficient.

b. Wat performance is required to overcone the deficiencies.
c. The personnel action (reassignment, denotion, or renoval)

that may result if performance is not inproved to above the Unacceptable
| evel .

3. The witten performance plan nust form the basis for the
requirenents of the warning letter. During the warning period, the
enpl oyee nust be periodically counseled noting where inprovenents have
been made and where they have not. A witten record of each counseling
sessi on shoul d be kept showing the date, nature of assistance and advi ce,
and how the enployee is progressing. If an annual performance rating
becomes due during the warning period, the rating will be deferred until
the end of the period and the enployee will be so notified.

4. The letter of warning will be canceled and the enployee
informed if during, or at the end of the warning period, performance has
i mproved to the Fully Successful level. |f performance has inproved only
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to the Mnimally Acceptable |evel, the enpl oyee nay be reassigned. |f not
reassi gned, managenent should continue efforts to assist the enployee to
reach the Fully Successful Ievel. In accordance with 5 US C §
4302(b)(6), if performance is Unacceptable in one or nore critical

elements at the end of the warning period, the enployee nmust be either
reassi gned or dempted to a position where it is considered by nanagenent
that he/she could performall critical elenments at the Fully Successful
[ evel, or nust be renobved fromthe Federal service.

SECTION 5 - REMEDI AL ACTI ONS BASED ON UNACCEPTABLE PERFORMANCE

A An enployee may be reassigned, denmoted, or renmoved from the
Federal service because of Unacceptable perfornance in one or nore
critical job elements. A decision for such action may only be based on
i nstances of Unacceptabl e performance which occurred within a 12-nmonth
period ending with the date of the proposed action. However, before it is
proposed to renmove an enpl oyee for Unacceptabl e performance, consideration
must be given to the advisability of a reassignnent or denotion to another
position where it is likely the enployee could perform acceptably.

B. Denotions and renoval s due to Unacceptabl e performance are actions
subject to the formal job protection procedures. Wen proposing to take
such an action under 5 CFR 432, the follow ng procedures will be foll owed:

1. A mininum 30 cal endar day advance notice nust be given.

2. A charge of "Unacceptable performance” will be used. The
description of the charge must list the critical job elenents and
standards of performance that were not net. It nust include the basic

facts developed in followi ng the warning period outlined in paragraph A
above.

3. A reasonabl e anount of official tine to prepare and present a
reply to the charge nust be given and the enployee so inforned in the
noti ce of proposed action

4. Any records or docunments relied upon to support the charge
will be nade available or provided to the enpl oyee or the representative
for review upon request. Information on this matter nust be al so provided
in the notice of proposed action

5. Any reply made by the enpl oyee nust be carefully considered.
If it is decided that the proposed action is warranted and supported, the
enpl oyee will be given a notice of decision. The decision to take the
action must be made by the approving official. The notice of decision
must include informati on on the enployee's appeal or grievance rights, as
appropriate, as well as the right of union representation

6. The enployee will be notified in witing when it is decided to
cancel the proposed action

C. A perfornmance-based action may al so be taken under 5 CFR 752 when
the requirenents of these regulations are foll owed.

D. The procedural requirenents above do not apply to the separation
of employees during their probationary period after conpetitive
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appoi nt nent . Requi rements pertaining to probationers are contained in
Part 315, 5 CFR

SECTI ON 6 - PERFORMANCE APPRAI SAL RECORDS

A An Enpl oyee Performance Folder (EPF) will be established and
mai ntai ned for all enployees. Copi es of performance ratings and the
performance plans on which they are based will be placed in the EPF.
These records will be retained for 4 years. Docurent s supporting
performance ratings will be retained for not |less than 1 nor nore than 4
years. The nunber of years these docunents will be retained will be
changed to conformto Part 351, Title 5, Code of Federal Regul ations, if
revisions to that Part necessitate such changes.

B. Enployees will be given access to their EPF. Access will also be
provided to the enployee's designated representative, and other DLA
officials who have a need for the records.

C. At the time the Oficial Personnel Folder (OPF) of an enployee is
sent to another non-DLA agency to which the enployee is transferring, the
performance ratings for the last 4 years, including the performance plan

on whi ch the nost recent rating was based, will be noved fromthe EPF to
the left side (tenporary) of the OPF. Wen the OPF is transferred to the
gai ni ng agency, these performance records will acconpany it. The numnber
of years these docunments will be retained will be changed to conformto

Part 351, Title 5, Code of Federal Regulations, if revisions to that Part
necessitate such changes.

ARTI CLE 19
EVPLOYEE DI SABI LI TY COVPENSATI ON
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It is acknow edged that the Ofice of Wrkers' Conpensati on
Prograns (ONCP), U.S. Departrment of Labor, wll admnister benefits
derived to enployees under the Federal Enployees Conpensation Act.
Procedures established at the PLFA |l evel shall provide that:

A. Enployees are responsible for reporting al | job-rel ated
injuries or reactivated injuries and illnesses to the appropriate
supervi sor.

B. Wwen the Agency becones aware that an enployee has
suffered illness or injury in the perfornance of duties, t he
supervisor and/or the Cvilian Personnel Ofice wll counsel t he

enpl oyee in such matters as: his/her right to file for conpensation
benefits; the appropriate conpensation forns to be filed; the types of
benefits available; the procedure for filing claims; and the option to
use conpensation benefits in lieu of sick |eave.

C. The Agency agrees to assist t he enpl oyee in contacting
appropriate ONCP authorities in an effort to expedite paynent of claims.

D. If the conpensable injury is reactivated during the period ending
not later than 90 days after the enployee returns to duty and
t he PLFA aut hori zes a nedical exami nation in connection therewith, the

absence for such exanination shall be administratively excused and not
charged to | eave.

ARTI CLE 20

HOURS OF DUTY
SECTI ON 1 - GENERAL

The Agency and the DLA Council agree that within t he

perimeters stipulated in Sections 2 and 3, the establishnment of work
schedul es and the administration of this Article are matters for
negotiation at the PLFA |evel.
SECTI ON 2 - STANDARD WORKWEEK

Nornal ly, the basic workweek is 5 consecutive calendar days,
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unl ess | ocal circunstances require a nodification, during which

A. Full-tine enployees are required to be on duty regularly 8
hours per day.

B. Part-tinme enployees are required to be on duty regularly on
officially prescribed days and hours.

SECTION 3 - WORK SCHEDULES

A. Work schedul es which provide for a basic workweek and for
hours of duty on the same hours each day of the basic workweek shall be
est abl i shed.

B. Consistent with the nature of the work assignnment, work
schedul es may provide for a reasonable anpbunt of time to be included in
the schedul ed tour of duty for those tasks which are related directly to
the performance of work assignnents, such as personal cleanliness
and storage as well as a cleanup of Governnent property, tools and
equi prent .

C. Arrangenents for scheduling  breaks during split shifts
and/ or for rest periods shall be negotiated at the PLFA | evel

D. The PLFA shall notify the DLA Council Local 1 week in advance of
any change in work schedul es, except upon determ nation that the Agency
woul d be seriously handi capped in carrying out its functions or that costs
woul d be substantially increased. (PER MOA SI GNED MAY 11, 2000).

SECTI ON 4 - FLEXI TI ME

Subject to restrictions of Article 2, installation of flexitine
within the adm nistrative workweek and basic workweek stipulations set
forth in Section 2 nay be negotiated by the PLFA and the DLA Counci
Local .

SECTI ON 5 - ALTERNATI VE WORK SCHEDULES

Al ternative Wrk Schedul es (AW5) may be negoti ated between PLFAs and
DLA Council Locals in accordance with the follow ng provisions:

A. The parties stipulate in witing, that they will institute a AW
Program for an initial 6 nmonth trial period.

B. At the end of the trial period, the parties may agree to extend
the provisions of the programfor a period of tine agreed to locally.
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ARTI CLE 21
OVERTI ME ASSI GNVENTS

SECTION 1 - GENERAL

A The Agency and DLA Council agree that within the
perimeters set forth in Sections 2 through 4, the establishnent of
procedur es and the adnministration of this Article are matters for
negoti ation at the PLFA |evel.

B. Payment for overtime worked or granting conpensatory tine
off, in lieu thereof, shall be in accordance wth applicable Iaws
and Government-w de regul ati ons.

SECTION 2 - SCHEDULI NG AND APPROVAL OF OVERTI ME

A. Except for energency situations, as determ ned by t he
approving official, overtine work shall be scheduled in advance of
and approved in witing prior to the date on which the overtine is to
be worked. Were circunstances preclude t he advance schedul i ng,
overtine wor k nmay be approved orally and the oral approval
reduced to witing prior to the subm ssion of the Tine and
At t endance Report.

B. To the maximum extent possible, overtine work shall be
schedul ed and approved in time periods of 15 minutes or multiples thereof.

C. To the extent possible, overtine assignnents to enployees
wi thin an organi zati onal elenment shall be on a fair and equitable basis.
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D. Overtinme assignnents shall not be nmade as a reward or puni shrent.

E. Unschedul ed overtine assi gnnents shal | t ake into
consi derati on any personal hardship of an enpl oyee.

SECTI ON 3 - CALL-BACK OVERTI ME WORK
A. "Call-back overtinme" is defined as irregular or occasiona
overtine work performed by an enpl oyee for which he/she is required to
return to the place of enploynent to performthe work.

B. Enployees shall be provided advance notice, to the naxi num
extent possible, of the requirenment to performcall-back overtinme work.

C. At least 2 hours overtinme pay is guaranteed for call-back
overtine worKk.
SECTION 4 - ON CALL OVERTI ME

An "on-call condition" is defined as those occasional situations
when an enployee is notified that he/she is subject to call during a

specified period of time outside his/her normal tour of duty.
Overtime shall be approved only for the specified period of the on
call condition which qualifies as "hours of work" as defined by
governing | aws, regul ati ons, and decisions of the Conptroller
General .
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ARTI CLE 22
ADM NI STRATI VE LEAVE

SECTION 1 - GENERAL

A. For the purpose of this Article, adm nistrative | eave is defined
as an excused absence fromduty wi thout |oss of pay and without charge to
| eave.

B. The Agency and the DLA Council agree that within the
perimeters set forth in Sections 2 through 5, the establishnent of
adm nistrative |eave procedures and the adm nistration of this Article
are matters for negotiation at the PLFA |evel.

SECTION 2 - REQ STRATI ON AND VOTI NG

Wth the exception of those instances when the polls are open
for 2 hours before or after the enployee's scheduled tour of duty, an
enpl oyee who desires to vote shall be authorized adm nistrative | eave for
t hat purpose.

SECTION 3 - | NCLEMENT WEATHER OR EMERGENCY CONDI TI ONS

A Wen it becomes necessary to close any duty station
because of inclement weather or any other energency condition as
determ ned by the PLFA

1. Notification procedures shall be established in accordance
with the circunstances attendant to each local situation. Wen those
procedures provide for public nedia announcement and when any enployee

has reasonably relied on a public media announcenent that his/her duty
station or that all Federal offices in his/her area are closed due to

weat her or other conditions, he/she will not be considered AWL or
charged leave if, in fact, the duty station remains open and the
enpl oyee, relying on the announcenment, is unaware that it is open

2. Wdrkdays in which Federal offices are closed are non-
wor kdays for |eave purposes. Regular enployees are excused wi t hout
charge to |leave or loss of pay; this does not apply to enployees in a
non-pay status on the days immediately before and after the day the
of fice is closed.

B. Wen it becomes necessary to close any duty station
because of inclenent weather or any other energency condition
devel opi ng during working hours, whether an enployee should or should

not be charged |eave for an absence depends upon his or her duty or
| eave status at the tine of dismssal
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1. If the enployee was on active duty and was excused, there
is no charge to leave for the remaining hours of the work shift follow ng
excusal

2. If the enployee was on duty and departed on |eave after
official word was received but before the time set for disnmissal, |eave is
charged only for the tinme the enployee departed until the tinme set for
di sm ssal

3 . If the enployee was scheduled to report for duty after a
| eave period and dism ssal 'is given before the enployee can
report, leave is charged until the tinme set for disnissal

4. If the enployee was absent on approved |eave for the
entire work-shift, the entire absence is charged to appropriate |eave
(e.g., annual, sick, or LWOP, as applicable).

C. Wien a duty station or an assigned site away from the duty
station is open, but inclenent weather or other energency conditions
affecting travel to the duty station, or an assigned site away from the

duty station, prevents an enployee fromgetting to work on time or not
at all, the enployee nmy be granted adnmnistrative leave on a
case-by-case basis, provided that the enployee presents to the
supervisor a reasonably accept abl e expl anati on and/ or documentation
related to the energency.

D. Wen an enployee is officially authorized to use his/her
privately owned vehicle for the convenience of the Governnent and that
vehicle breaks down or is otherw se inoperative, the enployee shall be
in a duty status in connection with energency repairs to the
vehicle if the breakdown occurs while the enployee is in an official
travel status. In such situations, the enployee will, as soon as
practicable (within an hour, if possible), provide the supervisor
with an estinmate of t he situation and obt ai n appropriate
i nstructions.

SECTI ON 4 - VETERANS PARTI ClI PATING IN M LI TARY FUNERAL CEREMON ES

Enpl oyees who are veterans may be granted adnministrative |eave
not to exceed 4 contiguous hours in any workday to enable them to
participate as active pallbearers or as nenbers of firing squads or

guards of honor in funeral cerenonies for nenbers of the Arned

Forces of the United States whose remai ns are returned from
abroad for final i nternent in the United States, subject to
applicable law and regul ati on

SECTI ON 5 - BLOOD DONATI ON

Provided that it 1is approved in advance, enployees shall be
granted administrative |eave not to exceed 4 contiguous hours in a
workday for the purposes of naking blood donations and recuperating
from donati ng bl ood.

SECTION 6 - LABOR DI SPUTES I N PRI VATE PLANTS
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When enpl oyees are prevented from working because of tenporary
shutdowns due to |abor disputes at a private plant to which they
are assigned, every effort will be nade to assign themto other work. If
t hat is not possible, such enployees may be dismissed wthout
charge to leave for a maxi numof 5 days.

ARTI CLE 23
LEAVE OF ABSENCE W THOUT PAY TO SERVE AS A NATI ONAL UNI ON OFFI CI AL

A | eave of absence without pay (LWOP) my be granted to a
bargai ning unit enployee who is elected to a position of National Oficer
of the American Federation of CGovernment Enployees, AFL-CIQO for
the purpose of serving full-tinme in the elected position, or who is
sel ected as an AFGE National Union Representative. No more than three
representatives may be approved by the Agency. The Agency shal |
be given not Iless than 60 days advance notice. Any LWP granted or
approved in accordance with this Article is subject to appropriate
Covernnent-wi de regul ations or other outside authority binding on the
Agency. To the extent of its authority, the Agency shall place the
enpl oyee upon his/her return in the position the enployee left, or one
of |ike seniority, status, grade and pay.
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ARTI CLE 24
ANNUAL LEAVE

SECTION 1

Accrual of annual leave is a right of the enpl oyee. The Agency
shal |l schedul e work so as to approve | eave requests such that enployees
may have an annual vacation |eave period of at |east 2 consecutive

weeks. Reasonable efforts will be made to acconmodate enployees who
desire | eave for special occasions such as religious and other
hol i days, birthdays and attendance at funerals.
SECTION 2

When | eave has been requested and approved, the Agency will not

cancel approval except to neet situations of enmergency  or ur gent
operating problens. Wen previously approved | eave nmust be reschedul ed,
the enployee wll be advised of the reason for the change as soon as
practicable after the need for the change has been determ ned. Every
effort shall be made to acconmpdate the enpl oyee to reschedul e his/her
| eave.

SECTION 3

In an emergency the enployee nust contact his/her supervisor or
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the supervisor's designated representative as soon as possible and
request annual | eave. Nornal |y, emergency annual |eave wll be
granted on an individual case-by-case basis. The Agency will have a
person available during each shift who has the authority to grant
requests for emergency | eave.

SECTION 4

The maxi mum anount of advance annual |eave which nay be granted
is the number of hours which will be accrued by the enpl oyee before the
end of the |eave year, or for those enpl oyees serving under tenporary
appoi ntnents that amount they will earn by the schedul ed expiration date

of their appointnents.

ARTI CLE 25
SI CK LEAVE
SECTI ON 1
Enpl oyees will accrue sick leave in accordance wth statute
and appropriate regulations. Sick leave is an enployee benefit
to be used by an enployee for absence required by illness
i njury, nmedi cal appoi nt nents, pregnancy and confinenment, or to give
care and attendance to a nenber(s) of his/her imediate famly
who is ill wth a contagious disease and, when t hrough exposure
to it, the presence of t he enpl oyee at wor k woul d
jeopardi ze the health of others.
SECTI ON 2
Admi ni stratively acceptabl e supportable evidence of illness in

connection with sick leave and admnistration of this Article are
matters for negotiation at the PLFA |evel

SECTI ON 3

Time spent by enployees in obtaining job rel at ed nmedi cal
exam nation or treatnent at the appropriate health unit shall be tinme in
duty status.
SECTI ON 4

When there is reasonabl e expectation that an enployee will
return to duty in cases of serious illness or disability, an enployee
should be advanced sick |eave up to the nmaxi num of 240 hours provided
t hat :

A The enpl oyee submits a witten request to the supervisor
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prior to the desired effective date of the advance |eave unless
precluded or prevented fromdoing so by the disability or illness. The
enpl oyee's request rmnust be supported by a doctor's statement.

B. There is reasonable assurance that the enployee wll return
to duty for a sufficient period of tinme to earn the sick leave that is
advanced.

C. Al earned sick leave to the enployee's credit is wused before
the date the advanced leave is to begin.

SECTI ON 5
The Agency and the DLA Council recognize the privacy of the
information, including sick |eave, contained on individual | eave
and ear ni ngs st atenents. They agree that these statenents wll be
handled in a practical but discreet rmanner. Procedures to

effectuate this objective shall be established at the PLFA in
accordance wth the circunstances attendant to each |ocal situation

SECTI ON 6
If requested in advance by the enployee, an absence which would

otherwi se be chargeable to sick |leave shall be charged to annual |eave
provi ded that the enpl oyee has sufficient annual |eave avail able.
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ARTI CLE 26
USE OF LEAVE FOR MATERNI TY/ PATERNI TY

SECTION 1 - GENERAL

The Agency agrees to follow a liberal leave policy in granting
requests for leave in connection with childbirth or adoption

SECTION 2 - USE OF LEAVE

A Sick leave shall be granted upon request for the
peri od of incapacitation due to pregnancy and confinenent, provided
that the enployee has sick | eave avail able. The enployee nmy also

request and be granted annual |eave or |eave w thout pay instead of
sick leave for the period of incapacitation

B. Addi tional periods of annual | eave or i f she has an
i nsufficient balance, |eave wthout pay, nmay be granted for a non-
i ncapaci tated period.

C. A mal e enployee nay be granted annual leave or in the
absence of an adequate bal ance, |eave without pay for the purpose of
aiding, assisting or caring for the nother of his child or mnor

children while she is incapacitated for naternity reasons. In an

emergency situation the Agency, conmensurate with the energency, may grant
additional |eave request ed based on workload considerations. The
enpl oyee may also request additional annual leave or, if he has an
insufficient balance, leave w thout pay for t he peri od of
i ncapaci tation.

D. An enployee may be granted annual |eave or |eave without

pay, as appropriate to the individual case, to carry out parental
responsibilities in connection with the adoption of a child.

ARTI CLE 27
COURT LEAVE
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SECTI ON 1 - AUTHORI ZED LEAVE

In accordance with applicable regulations, an enployee wll be
aut hori zed absence from work status wi thout charge to | eave or |oss of
pay, to which the enployee is otherwi se entitled, when the enpl oyee serves
as a witness or as a juror in connection with a judicial proceeding on
behal f of the Federal, State or Local CGovernnent.
SECTI ON 2 - SUPPLEMENTAL AGREEMENT

The parties at the PLFA level will negotiate provisions to resolve
adm ni strative problens in connection with inplenenting this Article.

ARTI CLE 28
OFFI CI AL TRAVEL

SECTI ON 1 - GENERAL

A. The Agency and the DLA Council agree:
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1. That within the perineters set forth in Sections 2 through
5, the establishment of procedures and the administration of this
Article are natters for negotiation at the PLFA | evel

2. An enployee who is authorized official travel shal
exercise the sanme care in the incurrence of expenses and acconplishing
a mssion that a prudent person would use if traveling on personal
busi ness. In this connecti on: excess costs; circuitous rout es;
del ays; or luxury accompdations, which are unnecessary or unjustified
in the performance of a mission, are not considered acceptable as the
application of prudence by the enpl oyee.

B. Paynment of per diemor actual expense allowances, as well as
travel or transportation expenses, shall be in accordance with the
provisions of the Departnent of Defense G vilian Personnel Joint Travel
Regul ations (JTR).

SECTION 2 - TRAVEL ORDERS

A.  Except for energency situations, as determined by the
approving official, tenporary duty (TDY) travel orders shall be issued in
sufficient tine prior to the departure on TDY so as to pernit the
enployee to nmmke orderly arrangenents for obtaining transportation
requests and authorized advance for travel expenses.

B. The TDY travel orders may authorize an advance of funds
to the enployee for travel and transportation expenses not to
exceed the rmaxi num anount authorized by the JTR  provided that such

anbunt is not less than $50.

C. Local travel authorizations which approve the wuse of a
privately owned vehicle (POV) by the enployee as being nore
advant ageous to the Governnent or for the convenience of the
Government, shall be issued in advance.

SECTI ON 3 - SCHEDULI NG TDY TRAVEL

To the maxi num extent possible, travel shall be scheduled so
t hat the enployee shall perform travel during hi s/ her regularly
scheduled work hours. Should this not be possible and the resultant
travel neets the criteria of 5 US C 8§ 5542 (overtinme rates;
conputation) or the Fair Labor Standards_Act (as appropriate) the
enpl oyee
shall be paid overtine. Enployees wll be paid overtine in accordance
with applicable aws and regul ations. Wen the paynment of overtine is
precluded by governing laws and/or Government-w de regul ations, the
PLFA of ficial who orders such travel shall record the reasons therefore
and upon request of the enployees shall furnish a copy of the
statenment to the enpl oyee

SECTI ON 4 - TEMPCRARY DUTY ASSI GNVENTS
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When the TDY assignnent requires the enployee to be away from
hi s/ her permanent duty station for nmore than 30 days and the
assignment does not require the enployee to remain at the place of TDY
on non-wor kdays:

A. The approving official may direct, in the TDY orders,
t hat the enmpl oyee return to his/her permanent duty station for
t he non-wor kdays provided that the cost to the Government for
round trip transportation and per themor actual expense allowance
is less than the per them or actual expense allowance that would
have been payable had the enployee remained at the place of TDY
and the enployee's availability for duty on the scheduled TDY
wor kdays is not affected adversely.

B. The enpl oyee nmay voluntarily return to hi s/ her

per manent duty station provided that his/her availability for duty
on the schedul ed TDY workdays is not affected adversely. In
the instances of voluntary return, the maximum reinbursement to
the enployee for the round trip shall not exceed the per themor

actual expense allowance to which the enployee would have been
entitled had he/she remai ned at the place of TDY

SECTION 5 - MODES OF TRANSPORTATI ON

A The approving official shal | determne the node of
transportation which is nost advantageous to the Government. In selecting
the particular nethod of transportation to be used, the approving
of ficial shal | consi der the nature and duties of the enpl oyee
requiring travel, the total cost to the Government, the total
di stance of travel, the nunber of points to be visited, and energy
conservati on.

B. If an approving official deternines that an autonobile is
required for travel, a Governnent-owned or | eased autonpbile shall be
used whenever it is reasonably available. The use of POV may be

authorized only if it is nore advantageous to the Governnment or for
t he conveni ence of the Governnent.

C. Wien an enployee elects to travel by a nmethod of
transportation other than that officially approved, reinbursenent to
the enployee shall be limted to the cost on a constructive basis
t hat woul d have been i ncurred by the Gover nirent for t he
officially approved nbde of transportation or the actual cost
i ncurred by the enpl oyee, whichever is the |esser

SECTION 6 - TRAVEL VOUCHERS
A. Upon conpletion of official travel, the enployee shall pronptly

submit vouchers for reinbursemrent to the appropriate Accounting and
Fi nance Ofice.

B. The resolution of financi al conputations shall be a
matter solely between the enployee and the PLFA Accounting and Finance
O fice. The enployee shall be permtted to resolve this natter
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during his/her regularly scheduled work hours w thout |oss of pay or
charge to | eave.

ARTI CLE 29
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REASSI GNVENTS AND DETAI LS

SECTI ON 1 - GENERAL

A. A "reassignnment” is defined as any change of an enployee from
one position to another w thout denotion or pronotion within the Agency.

B. A "detail" is the tenporary assignnment of an enployee
wi thout change of Civil Service status or pay to a di fferent
position, other than his/her official position, for a specified period
of time, wth the enployee returning to his/her regular duties at the
end of the detail.

C. Normally, an enployee will be advised at |east 15 cal endar days
prior to an Agency directed reassi gnment or 7 cal endar days prior to a
detail that is expected to | ast nore than 30 cal endar -~ days.

D. Procedures may be negotiated at the PLFA level to cover
i ssues involving "interstation transfers" for convenience of enployees
or filling vacancies by volunteers, etc.

SECTI ON 2 - REASSI GNVENTS

A. The Agency shall consider tenporarily assigning an enployee
who is tenporarily disabled from performng the full range of
duties of his/her position to duties which the enployee is qualified and
capabl e of perform ng.

B. The Agency will ensure that the needs of physical |y
handi capped enpl oyees are considered in reassi gnment actions.

SECTI ON 3 - DETAILS

A. Details are a way of broadening experience and denonstrating
ability to performat a higher |evel. Handi capped enpl oyees serving
under excepted appoi ntnents may be considered for details.

B. An official record shall be nade by the Agency of any detail

over 30 days. For any detail over 30 days, the Agency shall file a

copy of the SF 52 or SF 50, including a witten statenent of duties

and responsibilities, as a permanent part of the enployee's Oficia

Personnel Folder (OPF). A copy of the SF 52 or SF 50, will be furnished
to the enpl oyee.

C. An enpl oyee, upon request, nay have a detail of Iless than 30
days nade a natter of record in his/her OPF.

D. Details will be used judiciously and will be term nated as soon
as the need for the detail no | onger exists.

E. Wien an enployee is to be detailed to a higher graded position
for nore than 30 cal endar days, he/she shall be tenporarily pronoted

ARTI CLE 30
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REORGANI ZATI ON

SECTION 1 - DEFI NI TION OF REORGANI ZATI ON

A "reorganization" is defined as the pl anned el i mnation,
addi tion or redistribution of significant functions or duties in
an organi zati on and/ or organi zational unit.

SECTI ON 2 - PROCEDURES

When a reorganization is the cause of a per sonne
action i nvol ving separation, furlough for nore than 30 cal endar
days, change to | ower grade, or reassi gnment i nvol vi ng
di spl acenent, reduction-in-force pr ocedur es nmust be foll owed.
When the Agency wuses FPM Chapter 351 procedur es it nust
follow them in all respects. Some situations whi ch nay require

the wuse of reduction-in-force procedures are:

A.  \Wen managenent deliberately changes duties assigned to
an enpl oyee;

B. Wwen a reclassification of an enployee's position due to
er osi on of duties wll take effect wthin 180 days after t he
activity has formally announced a reduction-in-force in the

enpl oyee's conpetitive area; and

C. Wwen there is an assignment to an occupied position in
a different conpetitive |evel which involves bunmping or retreating.

SECTI ON 3 - SUCCESSOR PGOSI TI ONS

When a position in an organization is abol i shed as a

result of a reorgani zation and an identical position is to be
est abl i shed at t he sane grade within 30 days in a new
organi zation wthin the PLFA the incunmbent of the old position
will be accorded priority consideration for assi gnment to t he

newy established position, wunless this would conflict with the

assignment rights of another enployee. The foregoing is subject to
managenent' s discretion to decide to fill the newy established
position and to the incunbent of the old position being qualified for the
new y established position.

SECTI ON 4 - NOTI FI CATI ON OF REORGANI ZATI ON

The PLFA shall provide the appropriate DLA Council Local
with not | ess than 30 calendar days notice prior to effecting
reassi gnment actions resulting fromthe reorganization in order to
afford t he DLA Counci | Local an opportunity to request
negotiations concerning the inpact and procedur es for t he
i mpl enent ati on of t he reorgani zation. |If a reorgani zati on

requires the application of adverse action, reduction-in-force, or
transfer of function procedures, the notice period specified in the
appropriate Article shall apply.
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ARTI CLE 31

REDUCTI ON- | N- FORCE

SECTION 1 - DEFI NI TI ON

A "reduction-in-force" occurs when t he Agency rel eases
an enpl oyee from  his/her conpetitive | evel by separati on,
denot i on, furl ough for nore than 30 days, or reassi gnment
requiring di spl acenent because of | ack of work or funds,

reorgani zation, change to lower grade based on reclassification of
an enployee's position due to erosion of duties when such action

wil | take place after the Agency has formally announced a
reduction-in-force in the enployee's conpetitive area and when
the reduction-in-force wll take effect within 180 days, or when
the need to nmake a place for a person exercising reenploynment
rights requires the Agency to rel ease the enpl oyee. Reduct i on-

in-force procedures do not apply to the return of an enployee
to hi s/ her regular position following a tenporary pronmotion or to
t he release of a reenployed annuitant. Reductions-in-force do not
i ncl ude t he recl assification of a position resulting in a
downgr ade ot her t han as provi ded in FPM Chapter 351

SECTI ON 2 - STATEMENT OF PRI NCI PLES

When the PLFA becones aware of the necessity to conduct a

reduction-in-force, it wll attenmpt to mnimze the adverse effect
on bargaining unit enployees through appropriate means such as
reassi gnnment, attrition, and positive placenment efforts.

SECTI ON 3 - NOTI FI CATI ON

The parties share the common purposes of nminimzing adverse
i mpact on bargaining unit enployees affected by any reduction-in-
force, and of accommopdati ng the adm ni strative needs of the Agency.

A. The PLFA will use every good faith effort to notify the
President of the appropriate DLA Council Local of any reduction-
in-force at the earliest possible date in order to negotiate the
i npact and procedures for inplenentation of the reduction-in-force.

At t endant to t he ci rcunst ances of the situation prior to the
effective date, the period of notice wll be at Ileast 60 calendar
days.

B. Affected enployees will be notified not Iless than 30
and, nornmally, not nore than 90 cal endar days prior to the effective date.

SECTI ON 4 - DOCUMENTATI ON
Fol lowi ng notification of a reduction-in-force, the PLFA shal
furnish to the DLA Council Local , upon request, any relevant

and available docunents or information concerning the reduction-in-
force, subject to any Privacy Act linmitations.
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SECTION 5 - EFFECTI VE DATE

The PLFA shall provide a specific witten notice to each
enpl oyee affected by the reduction-in-force. The notice shall state
specifically what action is being taken, the effective date of the
action, the enployee's total credit for retention, extra retention
credit for performance, the conpetitive |level, and conpetitive area
It shall state why any lower standing enployee is retained in
hi s/ her conmpetitive level. An extra copy of this notice wll be
given to the enpl oyee should he/she desire to have Union representation

SECTION 6 - OFFER OF POCSI Tl ON

A. The PLFA shall nake a best offer of enploynent to each

enpl oyee adversely affected by the reduction-in-force consistent
with FPM Chapter 351. An offer, if nade, shall be to a position wth
either no reduction in grade or pay, or with the |least reduction

possi bl e in consi deration of posi tions avai | abl e, enpl oyee
qual i fications, and the retention standing of other conpeti ng
enpl oyees.

B. Enpl oyees reassigned or denot ed by reduction-in-force

may, within the specified tine period for reply, request in witing
assignnent to a vacant position at the same or lower grade wth any

pay retention to which they nmay be entitled. Any such request
shall be answered in witing within 15 wor k days.

SECTI ON 7 - RESPONSE TO OFFER

Enpl oyees shall respond to an offer of enploynent in another
position in witing within the specified tine period after receipt
of a witten offer. Failure to respond wthin the specified
time period shall be consi der ed a rejection of the offer. The
specified tine peri od to be provi ded for an
enpl oyee's response will be negotiated |ocally.

SECTI ON 8 - COWPETI Tl VE LEVELS AND RETENTI ON REG STERS

The PLFA shall establish competitive levels and retention
registers in accordance with applicable laws and regulations. A DLA
Council Local official and the affected enployee shall have the
right to review conpetitive levels and retention registers as nmay
be applicable to the enployee. Al lists, records, and information
pertaining to a reduction-in-force shall be nmintained by t he
appropriate Civilian Per sonnel Ofice for at | east 1 vyear

following the effective date of the reduction-in-force.

SECTION 9 - SEPARATI ON
The PLFA will nake reasonable efforts to find enploynent in
ot her Federal agencies within the conmuting area for enployees who are
identified for separation through reduction-in-force. Enployees for whom
no positions are found nay be <counseled by a representative of
the PLFA on the benefits to which they nmay be entitled, including
i nfornmation concer ni ng early retirement with discontinued service
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annuity, where applicable. Reenpl oynment lists as prescribed by OPM
shall be &established for enployees who cannot be retained.

SECTI ON 10 - WAI VER OF QUALI FI CATI ONS

In accordance wth applicable regulations, when the PLFA is
unable to offer an assignnent, the PLFA nmay waive qualifications of

enpl oyees who will be separated due to reduction-in-force for
vacant posi tions whi ch do not contain sel ective pl acenent
factors, provi ded t he PLFA  determ nes the enployee is able

to perform the work of the position wthout undue interruption
to the mssion of the Agency and the enpl oyee neet s any
OPM est abl i shed m ni nrum educati on requirenents.

SECTI ON 11 - | NFORVATI ON TO EMPLOYEES

Upon request, the PLFA shall provide information needed by
enpl oyees to understand fully the reduction-in-force and how
and why t hey are affected. The PLFA shall provide -equitable
treatment for all enployees and nmake every effort to retain status
enpl oyees during a reduction-in-force.

SECTI ON 12 - RETI REMENT

Prior to and during the reduction-in-force, all retirenents will
be strictly voluntary. There will be no coercion, direct or
indirect, intended to influence the enployee's decision, but the

PLFA will freely advise the enpl oyee of any prospective retirenent rights.
SECTI ON 13 - COVPETI Tl VE AREA

The conpetitive areas will be negotiated at the PLFA level in
accordance with applicable |aws, rules, and regul ations.

SECTI ON 14 - DI SPLACEMENT

The PLFA will not fill a vacant bargaining wunit position
within the organizational unit in which the reduction-in-force is taking
place until it has considered all reasonable alternatives to
reduce t he adver se effects on bargaining wunit enployees who
are to be displaced as a result of t he reduction-in-force.
In considering these alternatives, the PLFA wll review

the possibility and feasibility of redesigning a vacant position.
SECTI ON 15 - RELOCATI ON
In connection with a reduction-in-force and where applicable,

the Agency agrees to grant official time and to pay relocation
expenses as provided by appropriate regulation.
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ARTI CLE 32
TRANSFER OF FUNCTI ON
SECTION 1 - DEFIN TION

A "transfer of function" is defined as the transfer of t he
performance of a continuing function fromone conpetitive area and its
addition to one or nore other conpetitive areas, except when the
function involved 1is virtually identical to functions already being
perfornmed in the other conpetitive area(s) affected, or the novenent of
the conpetitive area in which the function is perforned to another
conmmuti ng area.

SECTI ON 2 - PROCEDURES

In transfers of function within DLA:

A. DLA Headquarters will provide notification to the DLA
Counci | of AFGE Locals not less than 60 cal endar days prior to the
effective date of any approved transfer of function. The DLA
Council my waive this notification period.

B. Wiere enployees are being relocated to a different commting
area, the losing PLFA will:

1. Provide the appropriate DLA Council Local wth t he
nmaxi mum not i ce possi ble but not |ess than 60 cal endar days notice prior to
the effective date of any approved transfer of function in order to
negotiate the i mpact and procedures for the inplenentation of the
transfer of function.

2. Assist and counsel the affected enployee in seeking
pl acenent opportunities with other Federal agencies elsewhere in the
conmuti ng area.

3. Counsel the)e enployee on individual rights relating to
retirement and severance pay and pl acenent potential .

4, G ve any enployee affected by a transfer of function
outside the commuting area, causing physical nove, not less than 60
cal endar days notice in witing of the transfer of function which
provides for at least 30 calendar days for the enployee to respond
as to whether he/she is willing to acconpany the function.
Transfers of function wthin conpetitive areas or conmuting areas
will require a mninum notice (not necessarily in witing) of 14
cal endar days.

5. At t endant to the circunstances of a particul ar
transfer of function, the PLFA will nmake wevery good faith effort
in dealing wth the activity gaining the function to have that
gaining activity provide affected enployees with 30 cal endar days to
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respond to a specific job offer.

6. Make every effort to place affected enployees in vacant
positions for which they qualify in the same conmuting area
and/or in the same conpetitive area.

SECTI ON 3 - DOCUMENTATI ON
Fol lowing notification of a transfer of function, the PLFA shall
furnish the DLA Council Local, upon request, any rel evant and

avai |l abl e docunentation or informati on concerning the transfer of
function, subject to any Privacy Act limtations.

SECTION 4 - RELOCATI ON I N CONNECTI ON W TH A TRANSFER OF FUNCTI ON
The Agency shall, as provided by appropriate regulation, gr ant

official time (including travel and per diem) to afford the enpl oyee the
opportunity to find housing and shall pay rel ocation expenses.
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ARTI CLE 33

CONTRACTI NG QUT

SECTI ON 1 - NOTI FI CATI ON OF CONTRACTI NG OUT

A. The PLFA will notify DLA Council Local officials at the tine
a study is initiated to contract out work which 1is presently
being performed by nenbers of the bargaining unit. Wen it is
known that nore than one PLFA will be involved in that work,
the Agency will notify the DLA Council.

B. The PLFA will provide to the DLA Council Local such
i nformati on concerning the contracting out study as requested by the
Local so long as the information is not restricted by |aw or
ot her prohibitive neasures.

SECTI ON 2 - NEGOTI ATI ONS CONCERNI NG ADVERSE | MPACT OF CONTRACTI NG
out

Upon award of a contract that will adversely affect nmenbers
of the bargaining unit, the PLFA will notify the DLA Council
Local . When it is known that nmore than one PLFA will be

involved in the woirk to be contracted, the Agency will notify
the DLA Council Executive Board. The DLA Council Local may, within
15 cal endar days, request negoti ation with the PLFA in
accordance with 5 U S . C 8§ 7106(b)(1), (2), (3) of the Cvil
Servi ce Reform Act.
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ARTI CLE 34
DI SCI PLI NARY AND ADVERSE ACTI ONS
SECTI ON 1 - GENERAL

A. A "disciplinary action” is defined as a witten
reprimand or a suspension for 14 cal endar days or |less. Also
included are oral adnonishnments although these are considered to
be i nformal disciplinary actions.

B. An "adverse action" is defined as a renobval, a suspension
for nore than 14 cal endar days, or a reduction in grade and/or pay
taken for cause

C. For purposes of this Article, the term*“adverse action”
does not apply to the separation of an enployee serving a
probationary or trial peri od under an initial appointnent
pursuant to 5 US.C § 7511(a)(1)(A), a suspension or renova
taken in the interest of national security, an action taken under
reduction-in-force procedures, return to the grade fornerly held
by a supervisor or nanager who has not satisfactorily conpleted
hi s/ her supervi sory/ nanageri al probationary period, or the
reduction in grade or renoval of enployees based on unacceptabl e
performance pursuant to 5 US C § 4303.

D. No enployee will be subject to a disciplinary or
adverse action except for just and sufficient cause.

E. Disciplinary and adverse actions wll be taken in a

reasonable period of time, attendant to the circunstances of the

i ndi vi dual case, after the occurs which is the basis for the
action.

F. At any neeting initiated by the Agency between an

enpl oyee and an Agency of ficial which the enployee reasonably

believes nay result in an adverse or disciplinary action, a

DLA Council Local representative shall be given the opportunity

to be present upon the enployee's request in accordance wth
Article 4 of this Master Agreenent.

SECTI ON 2 - PROCEDURES FOR ORAL ADMONI SHVENTS

Bei ng the | east disciplinary nmeasure, oral adnoni shments will
normally be a matter between the enpl oyee and hi s/ her supervisor
Wthin a reasonable tine after discovering an infraction believed to
war rant an adnoni shnent, the supervisor will discuss the matter and

any necessary corrective action with the enpl oyee. The incident and
necessary correction will be recorded by the supervisor on the
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enpl oyee record card (SF 7B), or attached sheet as is appropriate,
and the enployee will be so advised. Information concerning oral
adnoni shments will not remain on the SF 7B nore than 12 nont hs.

SECTION 3 - PROCEDURES FOR REPRI MANDS AND SUSPENSIONS CF 14
CALENDAR DAYS OR LESS

A. Wien the Agency proposes to reprinand an enployee or
to suspend an enpl oyee for 14 cal endar days or |ess, the follow ng
procedures will apply:

1. In cases of suspensions of 14 calendar days or
less, the Agency will give the enployee at least 20 cal endar
days witten notice of the proposed action.

2. In cases of witten repri mands, t he Agency
will give the enployee at |east 14 cal endar days witten notice of
t he proposed action.

3. Notices will state the nature and specific reason(s)
for the proposed action.

4. In cases of proposed suspensions of 14 cal endar
days or less, the Agency will give the enployee at |east 14
calendar days to respond orally and/or in witing and to furnish
materials to support the reply.

5. In cases of proposed witten reprimnds, the Agency
will give the enployee at |east 7 calendar days to respond orally
and/or in witing and furnish naterials to support the reply.

6. Notices will informthe enployee of his/her right
to consult wth a nenber of the servicing Quvilian Personnel
Ofice staff regarding procedural adequacy of the proposed action
and of the enployee's right to reply.

7. Notices will informthe enpl oyee of his/her right
to representation.

8. Notices will inform the enployee that any
request for extension of tine to reply nust be subnmitted in
witing prior to the expiration of the time period that he/she
was given to reply.

9. If any naterials relied upon to support the reasons for
the proposed action are not attached to the advance notice,
the enployee will be advised where this material can be revi ewned.
Any material/evidence which is not disclosable to an enployee nay
not be used in support of an action against the enpl oyee.

B. After the tine for the enployee's reply has el apsed,
the Agency wll issue a witten final decision to the enpl oyee.
The decision notice will:

1. Indicate whether the proposed action will be effected,
nodi fied, withdrawn, or held in abeyance. In no case wll the
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action taken be nore severe than that proposed in the advance
noti ce.

2. State the findings with respect to each reason(s)
stated in the notice of proposed action.

3. Inform the enployee of his/her grievance/appeal
rights in accordance with Section 6 of this Article.

C. Letters of reprimand together wth any reply wll
be placed in the enployee's Oficial Personnel Folder for
not nore than 12 nonths unless the enployee receives another

di sciplinary or adverse action for a simlar or related
offense within the 12 nonth period. If this occurs it wll serve
to extend the retention of the former reprinand(s) for another 12
nonths. |In no case, however, wll a reprimand remain in an
enpl oyee's O ficial Personnel Folder for nore than 24 nonths.

SECTION 4 - PROCEDURES FOR REMOVAL, SUSPENSI ON FOR MORE THAN 14
CALENDAR DAYS, AND REDUCTI ON | N GRADE AND OR PAY

A. Al of the procedural requirements in Section 3 A and B
apply except that the advance period will be not less than 30
cal endar days, and the enployee will be given at |east 20 cal endar
days to respond orally and/or in witing and furnish naterials in
support of the reply to the proposed acti on. The
response may include witten statenents of persons havi ng
rel evant having relevant information and/or other supportive
docunent s.

B. The 30 calendar day advance witten notice period
is not required for a renoval or an indefinite suspension when
there is a r easonabl e cause to believe the enployee has
conmitted a crine for which a sentence of inprisonnent nay be
i nposed. I n such cases, the advance notice period will be not |ess
than 10 cal endar days and the reply period will be not less than 7
cal endar days. When circunstances require, the enployee nay
be placed in a non-duty status with pay not to exceed 10
cal endar days during the notice period. Such actions under
this provision are taken pursuant to 5 U S C 8§ 7513(h).

SECTION 5 - LETTER OF WARNI NG AND | NSTRUCTI ON

A A letter of warning and instruction is not a
di sciplinary action, as, but nmay be used to clarify
procedur e, i ssue specific i nstruction, or inpose certain
requirenents in an att enpt to correct a deficiency in

performance or conduct before a disciplinary action becones
necessary.

B. Wen the Agency issues such a letter, it wll fully
explain what is required of the enployee to correct the noted
deficiency. The letter will not be placed in the Oficial Personnel
Folder. A copy wll be attached to the enployee's SF 7B and the

-68-



06/28/99

enpl oyee so notified. I nformati on concerning the letter of

warning shall not remain on the enpl oyee' s SF 7B nore

than 12 nonths. At anytine after the issuance of the letter, the
enpl oyee's conduct and/or performance will be reviewed to

det er m ne whet her there has been sufficient inprovenment to

warrant destruction of the letter.

SECTION 6 - GRI EVANCE APPEAL RI GHTS

A. An enployee who is dissatisfied wth the Agency's
decision to effect an adverse action may el ect to either
appeal the decision in accordance wth 5 US. C § 7701 or
7702 as applicable, or grieve the decision in accordance
with the negotiated grievance procedure (Article 36) but not both.

B. An enployee who is dissatisfied wth the Agency's
decision to effect a disciplinary action nay elect to grieve the
decision in accordance with the negotiated grievance procedure
(Article 36).
ARTI CLE 35

NOT USED
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ARTI CLE 36
GRI EVANCE PROCEDURES
SECTI ON 1 - GENERAL

The purpose of this Article is to provide a mutually acceptabl e
met hod for pronpt and equitable settlenment of grievances between
the parties to this Agreenent.

SECTION 2 - OPTI ONAL PLFA GRI EVANCE PROCEDURES

A. DLA Council Locals and PLFAs nay negoti at e t he

st eps of a grievance procedure, as part of their supplenental

agr eenent to this Master Agreenent, different from those

specified in Section 8A of this Article. Any such locally negotiated

procedures nust provide for the final Agency decision to be nade

within the PLFA. Procedures will not provide for further review
at the DLA Headquarters |evel

B. In the event either the DLA Council Local or the PLFA
el ects not to negotiate the steps of the local grievance
procedure, the steps specified in Section 8A of this Article

nmust be adhered to for the resol ution of grievances.

SECTI ON 3 - COVERAGE AND SCOPE
A. Enpl oyee(s) Gievance

A grievance by a bargaining unit enployee(s) is a request
for personal relief in any natter of concern or dissatisfaction to
the enpl oyee or group of enployees concerning the interpretation
application and/or violation of this Agreenent or the suppl enent
under which the enployee(s) is covered, or the interpretation
or application of any law, rule or regulation wth respect to
personnel policies, practices and any other matters affecting
conditions of enploynent.

B. DLA Council Local or PLFA Gievance

A grievance by a DLA Council Local or PLFAis a request for
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relief over the local interpretation or application of this
Agreement or its local supplenent covering the two parties, or
the |ocal interpretation or application of Agency regulations
covering personnel policies and practices and other matters
af fecting conditions of enploynent.

C. Executive Board of the DLA Council or DLA Headquarters
Gi evance

A grievance by the Executive Board of the DLA Counci
or DLA Headquarters officials is a request for relief covering
di sputes between the parties over actions taken or alleged failure
to take appropriate action which involves the interpretation and
application of this Master Agreenent, or an Executive Board of
the DLA  Council or DLA  Headquarters interpretation or

application of any rule or regulation covering personnel policies
and practices and other matters affecting enpl oynent.

SECTION 4 - MATTERS EXCLUDED
Excl uded fromthe grievance procedure are:

A.  Any clainmed violation of Subchapter Il of Chapter 73 of
Title 5, U S. C (relating to prohibited political activities).

B. Retirenent, life insurance or health insurance.

C. A suspension or renoval under Section 7532 of Title 5
US.C (related to national security).

D. Any exanination, certification or appointnent.

E. The classification of any position which does not result
in the reduction in grade or pay of an enpl oyee.

F. Nonselection for pronotion froma group of properly ranked
or certified candidates. This does not apply to the right to
grieve over inproper procedures used during the selection process.

G Ternmination of tenporary pronotion

H Termnation while serving under a tine |limted appointnent.

I. Nonadoption of a suggestion

J. Prelimnary notice of a proposed action which, if effected,
woul d be covered by this Article or excluded by A through E above.

K. Disapproval of honorary or discretionary awards.

L. The reassignment or denotion of an enpl oyee to
a non- supervisory position during the probationary period served
by new supervi sors.
SECTION 5 - APPEAL OR GRI EVANCE OPTI ON

An enployee alleging discrimnation or affected by a
r enoval or reduction in gr ade based on unaccept abl e
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per f or mance, or an adver se action, nay at hi s/ her
option raise the mat t er under the appropriate statutory
appel | ate procedure or under the provisions of this Article, but
not both. For the purposes of this Section and pursuant to
5 USC 8§ 7121(d) and (e)(1), an shall be deened to
have exercised his/her option under this Section at such
time as the enployee tinely files a notice of appeal under
the applicable appellate procedure or timely files a
grievance in witing in accordance with the provisions of this
Article, whichever event occurs first.

SECTI ON 6 - EXCLUSI VE PROCEDURE

A. This is the exclusive procedure avail able to bargaining
unit enpl oyees) for the resolution of grievances.

B. The DLA Council or its local affiliates has the right to
act in its behalf or on the behal f of any enployees) to present and
process grievances.

SECTI ON 7 - REPRESENTATI ON

A. An enployee who files a grievance under this procedure

may only be represented by an individual designated by the DLA

Counci | Local. The provisions of Article 1, Section 3 apply as
appropri ate.

B. An enployee or group of enployee(s) nay present a
grievance wunder this procedure wthout representation as |ong
as the resol ution is not inconsistent wth the terns of
this Agreenent and providing that a DLA Council Loca
representative is given an opportunity to be present at the

gri evance proceeding.

C. A DLA Council Local representative will be on
official tine when performng representational functions under
this Article during normal duty hours. In the interest of

expedi ti ous and econoni cal processi ng of grievances, the
DLA Council Local wll designate a representative from within
the PLFA and, whenever possible, from the inmediate worksite
or office of the grievant(s). VWhen it is not possible to

designate a representative at the imedi ate worksite or office,
attendant to the ~circunstances of the particular case, the
Agency will pay for a reasonable anpunt of travel and per
diem as applicable, for the DLA Council Local representative
for representational functions associated with the final step
of the grievance procedure specified in Section 8 of this
Article. Authorization for such paynment will be subject to the
provisions of Article 3 of this Agreenent. In no case wll the
Agency grant official tinme or bear the costs of travel and
per them—diem for such representational functions for a
DLA Council representative designated from outside the PLFA

SECTI ON 8 - PLFA GRI EVANCE PROCEDURE

A. The follow ng procedure shall be adhered to in cases
of grievances) filed by an enployee, in behalf of an enployee
or by the DLA Council Local (Union grievance). Tine frames
may be extended by nutual agr eenent to assure the grievance

-72-



06/28/99

is presented to the | owest | evel managenent of ficial with
authority to render a decision. Enployee grievances concerning
f or mal disciplinary or adverse actions, or renobval based upon

unacceptable performance grievable under this Article will begin
at Step 3. In these cases, t he time limt for filing the
grievance will be 5 workdays after receipt of the notice of
deci si on.

Step 1. The grievance shall first be taken up orally by

the grievant(s) and/or the DLA Council Local representative

with the inmediate supervisor. The informal grievance nust be

initiated within 20 cal endar days from the dat e t he

grievant(s) becane aware of the act or occurrence that gave

rise to the grievance. A verbal decision will be given to the
grievant within 5 workdays after presentation of the grievance.

Step 2. If the matter is not satisfactorily settled
within 5 workdays following the initial discussion, the grievant
may, wthin 10 workdays, submt the conplaint, in witing, to
the next level of supervision/mnagenent. The supervi sor/ manager
wil nmneet with the grievants) and/or t he DLA Counci |
Local representative within 5 workdays. The grievant(s) wll be
provided with a witten answer within ten (10) workdays follow ng
t he neeting.

Step 3. If the matter is still not resolved after
recei pt of the Step 2 response, the grievance nmay be
presented wthin 10 workdays by the aggrieved or his/her
representative in witing, to the PLFA  Commander, through

the servicing Cvilian Personnel Oficer. The Commander will
issue a witten decision wthin 10 workdays after receipt of

the fornal grievance. Such decision will be the final
Agency deci sion for pur pose of t hese procedures.

B. |If the PLFA or the DLA Council Local representative
is not satisfied with the decision on the grievance, either party
may request that the grievance be advanced to arbitration in
accordance wth Article 37 of this Master Agreenent. Such request

nmust be rmade within 20 workdays after receipt of the Step 3
deci si on.

C. A declaration that a conmplaint is nongrievable or
non-arbitrable wll serve to anend the grievance to include
this issue and nmde a mtter of record. Di sputes of
grievability or arbitrability shall be the initial i ssue

considered by the arbitrator as a threshold issue pri or to
consideration of the grievance subnitted for arbitration.

D. Witten gri evances nust be si gned by t he
gri evant (s) and nust include the follow ng data:

1. The aggrieved enployee(s)' name, position title,
grade, and organi zati on.

2. A description of the basis for the grievance
i ncluding, where appropriate, facts such as tines, dates, nanes,
and simlar pertinent data.

3. Abrief statenent of the step(s) taken to infornally
resol ve the grievance.

4. The personal renedy (corrective, not punitive action)
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that is being sought.

5. A statenent that discrimination based on race, color,
religion, age, sex, or national originis or is not an issue in the
gri evance.

6. Identification of the enployee's representative.

E. Gievances over the interpretation and/or application

of the Master Agreenent which are resolved through | ocal

PLFA gri evance or arbitration procedures shall not be

construed as establishing controlling precedent over that

portion of the Master Agreenent which was at issue and shall
be binding only on the DLA Council Local and PLFA invol ved.

SECTI ON 9 - DI SPUTES BETWEEN THE EXECUTI VE BOARD OF THE DLA COUNCI L
AND DLA HEADQUARTERS

A. This procedure covers disputes over actions taken (or
alleged failure to take appropriate actions) by the Executive
Board of the DLA Council or DLA Headquarters officials which
i nvolve the interpretation and application of this Master
Agr eenent .

B. The DLA Council and the Agency agree to exert
every effort to resolve matters raised under this procedure
informally and in as expeditious a manner as possible. To
facilitate informal resolution:

1. The DLA Council or the Agency shall fully
inform the other party of the matter of concern at the earliest
opportunity.

2. Informal resolutions shall not be const rued
as est abl i shing binding precedent on a particular practice or,
necessarily, on the interpretation of the Master Agreenent.

C. If the matter is not resolved informally:

1. The DLA  Council Presi dent/Di rector, DLA  (or
his desi gnee), whichever is the grieving |party, shal |
conmunicate in witing to the other party, stating the precise
nat ure of t he gri evance, a description of t he full
background and/or circunstances leading to the grievance,
appl i cabl e records and/or supporting docunents, a specific
citation of the portion(s) of the Master Agreenent which is

applicable to t he gri evance al ong with a st at ement
expl ai ning why or in what nanner it is felt that the particular

portion(s) is being m sinterpreted or nm sappl i ed, t he
specific relief or adjustnent requested, and a description of
efforts taken to resolve the matter informally along with a

statement explaining why offered infornal resolutions, if
any, were not considered satisfactory.

2. The DLA  Council Presi dent/Di rector, DLA  (or
hi s desi gnee), whichever is the respondi ng party, shal |
prepare a final witten response to the witten grievance
within 15 working days follow ng recei pt of the grievance.

3. The grieving party wll notify the respondent of
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its acceptance of the final witten response or its intent to
advance the matter to arbitration in accordance wth Article
37 of this Master Agreenent wthin 20 wor kdays fol | owi ng
recei pt of the response.

SECTI ON 10 - FAILURE TO MEET TI ME REQUI REMENTS

Failure on the part of the respondent to neet any of the
time limts of this procedure wthout nutual consent wll
serve to permt the grievant to immediately escalate the
grievance to the next step of the process.

SECTI ON 11 - W TNESSES

All DLA enpl oyee(s) called by t he Agency to
testify on matters regarding a grievance being processed
under this Article shall be in a duty status and paid
travel and per diem expenses in accordance wth appropriate
regul ati ons.

SECTI ON 12 - RECORDS AND DOCUMENTATI ON
The Agency shall, upon request, furnish the grievant(s)

with pertinent records, regarding a grievance under this
Article, subject to limtations of the Privacy Act.

ARTI CLE 37
ARBI TRATI ON
SECTION 1 - GENERAL
Thi s Article est abl i shes procedur es for t he
arbitration of di sputes between the DLA Council and the

Agency which are not satisfactorily resolved by the negotiated
gri evance procedure contained in Article 36 of this Master
Agr eenment .

SECTI ON 2 - OPTI ONAL PLFA ARBI TRATI ON PROCEDURES

The followi ng Sections of this Article nmust be adhered to

in t he settlement of grievances to be resol ved t hr ough

arbitration unless the parties agree to process the grievance(s) |
in accordance with Article 38 of this Agreement.

SECTI ON 3 - SELECTI ON OF ARBI TRATCR

A If the DLA Council and the Agency fail to settle
any gri evance processed under Article 36 of this Agreenent,

ei t her party nay, within the tine limts specified in the
negoti ated grievance procedure, notify the other in witing of
its intention to subnmit the matter to arbitration. Wthin 5
wor ki ng days from receipt of the request for arbitration, the
parties shall jointly request the Federal Medi ation and
Conci liation Service (FMCS) to provi de a list of five
inpartial persons qualified to act as arbitrators. The request to
FMCS will include a brief statenent of the issue(s) in dispute. |If

the parties cannot nutually agree on the statement to be
provi ded, each party nmay subnmt a separate statenent.

B. Wthin 5 working days from receipt of the |list,
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the parties will confer, as appropriate, to choose an arbitrator.

If they cannot mutually agree on one nane fromthe list, the
parties wll alternately strike one nane fromthe list until
only one name renains. The renaining name on the list shall be
the duly selected arbitrator. The FMCS shall be i medi ately

notified of the sel ection.

C. The FMCS shall be enpower ed to nmake a direct
desi gnati on of an arbitrator to hear the case in the event:
(1) either party refused to participate in the selection of
an arbitrator, and/or (2) wupon inaction or unreasonable del ay
on the part of either party.

SECTI ON 4 - ARBI TRATI ON PROCEEDI NGS
A. Once an arbitration hearing has been scheduled, there
shall be no postponenent or rescheduling of the hearing
except by t he witten nmut ual agreenent of the parties.

B. By nutual consent, arbitration nay be conducted as

oral proceedings with no verbatim transcript and no filing of
briefs. In the event only one of the parties desires a
transcript of the proceedings, that party shall be responsible
for naking arrangenents for and the full cost of t he
transcript. If the other party later w shes a copy of t he
transcript, that party shall pay for half of the original cost.

C A least 10 working days before the opening of the
arbitration hearing, the parties shall exchange lists of
w t nesses whom they expect to have testify along with a listing
of facts and/or evidence that nay be stipulated in advance of
the hearing. If the parties cannot agree on a sl ate of
witnesses, it shall be at the sole discretion of the arbitrator to
determ ne who may testify.

D. The grievant, his/her representative, and t he DLA
enpl oyees who are called as witnesses will be excused from duty
to t he ext ent necessary to participate in the arbitration
hearing. All DLA participants shall be in a duty status.

E. The arbitrator shall be requested to render and
serve his witten decision within 30 calendar days after the
concl usi on of the hearing. The arbitrator's award shall be limted
solely to answering the question(s) put to hinfher by the
parties' subm ssion. In the event the parties are unable to
agree to a submission statenent, the arbitrator shall be

enpower ed to formul ate his/her own statenment of the issue to be
resol ved.

SECTION 5 - COST OF ARBI TRATI ON

The fee and expenses of the arbitrator shall be borne
equally by the parties.

SECTION 6 - EXCEPTI ONS TO ARBI TRATOR S AWARD
The arbitrator's award shall be binding on the parties.
However , either party may file exceptions to an award wth

the Federal Labor Rel ati ons Authority (FLRA) under regul ations
prescribed by the Authority.
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SECTION 7 - CLARI FI CATI ON OF ARBI TRATOR S AWARD

D sputes between the parties over the application of an
arbitrator's award nay be returned for clarification. The party

seeking clarification shall bear the full cost of such
clarification.

ARTI CLE 38

NOT USED
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ARTI CLE 39

STAYS OF CERTAI N PERSONNEL ACTI ONS

SECTION 1 - CGENERAL

An enpl oyee has 5 working days after receipt of the notice of
decision to file a tinely grievance in order to be granted a
stay of certain personnel actions.
SECTION 2 - ACTI ONS COVERED

An Agency decision to renove a bargaining unit enpl oyee

under 5 U.S.C. 8 4303 or 7512 will be stayed for 90 cal endar
days or until an arbitrator nakes an award, whichever cones
first, provided the enployee files a timely grievance under
Article 36.

SECTI ON 3 - PROCEDURE

The grievance of the enployee shall imediately be advanced
to the last step of the grievance procedure under Article 36.
The stay shall be contingent upon the reasonable advancenent
of t he gri evance t hr ough the procedures provided in
Articles 36 and 37. O herwi se, the effective date of the
renoval will be as stated in the notice of final Agency decision.

SECTI ON 4 - ACTI ONS NOT' COVERED

This article does not apply to renpvals where there is
sufficient evi dence that: (1) retention of the enployee is

-78-



06/28/99

injurious to hinmherself, his/her fellow workers, or the general
public; (2) retention of the enployee is resulting or wll
result in damage to Governnent property; or (3) nmay conpronise
nati onal security or the internal security practices of the Agency.
This Article does not apply where there is reasonable cause to
believe the enployee has committed a crine for which a sentence
of inprisonment nmay be inposed.

ARTI CLE 40
PERSONNEL RECORDS
SECTI ON 1 - GENERAL

The Agency will not nmaintain any system of per sonnel
records ot her than those aut hori zed by t he Ofice of
Per sonnel Managenent (OPM and t hose Agency systens

published in the Federal Register in conpliance with the
provi sions of the Privacy Act of 1974.

SECTION 2 - OFFI Cl AL PERSONNEL FOLDER ( OPF)

A. The O ficial Personnel Fol der is t he of ficial
repository for records affecting an enployee's status and Federal
service. The folder provides the basic source of factual

data about the enployee's Federal enpl oynent  history and
this is used primarily by the Gvilian Personnel Ofice in
screening qualifications, determining status, conputing |ength
of service, and other information needed in providing
personnel services.

B. The Agency shall provide for the naintenance of an
OPF for every enpl oyee. Upon request, enpl oyees will be
informed as to the location of their OPF.

C. Material will be filed in the OPF in conpliance with
applicable rules and regul ati ons of the OPM

D. Each enpl oyee and/ or hi s/ her desi gnat ed
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representative shal | be permtted to review any docunent
appeari ng in t he enpl oyee' s OPF upon request. If the
representative seeks to review the OPF wthout the enployee
present, the enployee nust provide witten authorization to the
Agency.

E. An enployee wll be afforded the opportunity to put
into the OPF any statenent he/she w shes to nake about
unfavorable information contained in the OPF.

F. Upon request, an enployee wll be entitled to have a
single photocopy w thout charge of each document within his/her

G Authorized personnel, not enployed by the Agency,
may inspect an enployee's OPF only after producing appropriate

credenti al s. As required by the Privacy Act of 1974, an
accurate accounting will be made for disclosure of infornation
from the OPF, and upon request, t he i nfornmation from

this accounting will be nade available to the enpl oyee.

H. Enpl oyees, upon request, shall be advised of t he
length of tinme the Agency intends to naintain unfavorable materi al
in the OPF.

I. Records of charges placed in the OPF determned to

be unfounded will be renopved. Such charges wll not be
considered a factor in connection with any future personnel
actions.

J. Any adverse naterial renoved from the enployee's OPF
will be returned to the enployee for final disposition by the

enpl oyee.
SECTI ON 3 - EMPLOYEE RECORD CARD (SF 7B)

A The SF 7B and any attachments will be used by
supervisors as a source of data to initiate requests for personnel
actions, to plan and schedul e enployee training, to counsel

enpl oyees on their performance, as a basi s for proposing
conmendati ons  or di sciplinary actions, and to carry out
t heir personnel nmanagenent responsibilities in general.
B. Each enpl oyee and/ or hi s/ her desi gnat ed
representative, who has been so designated in witing by the
enpl oyee, shal |, upon request, be pernmtted to review any
docunent appearing in his/her SF 7B. The SF 7B will be
maintained in accordance with the requirenents of DLAR

1444.2, except as otherwi se nodified by this Agreenent.
SECTI ON 4 - CONTROL OF RECORDS
Personnel records referred to in this Article wll be

mai ntai ned in such a manner so as to prevent disclosure to
i ndi viduals who do not have an official need for the infornmation.
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ARTI CLE 41
PAYRCLL ALLOTMENTS FOR W THHOLDI NG OF DUES
SECTION | - GENERAL
A.  For the purpose of this Article:

1 . The term"enployee" refers to any bargaining unit
enpl oyee who is a nmenber in good standing of any DLA Council Local

2. The term"servicing payroll office" refers to the
PLFA Accounting and Finance Ofice which 1is responsible for
processing the pay of the enployee.

3. The term"payroll allotnment” refers to a voluntary
aut hori zation by the enployee for a deduction in a specified
amobunt to be nmade from the enployee's pay each pay period
for the payment of dues, associated wth his/her nmenbership,
to the DLA Council Local

B. The Agency and the DLA Council agree that:
1. Wthin the perineters set forth in Sections 2
through 4, establishnent of procedures and the administration of
this Article are matters for negotiation at the PLFA |evel

2. The DLA Council Local and the PLFA are each
responsi bl e for fully informng the enployee that his/her
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aut hori zation for a payroll allotnent:

a. |Is conpletely voluntary; and

b. Cannot be revoked for a period of 1 year from
the effective date thereof, or at intervals of 1 year as set by
negotiations at the PLFA |evel

SECTI ON 2 - AUTHORI ZATI ON OF PAYRCLL ALLOTMENT

A Only one payroll allotnent shall be authorized for an
enpl oyee.

B. Standard Form (SF) 1187, Request for Payr ol
Deductions for Labor Organization Dues, shall be used. The DLA
Council Local shall purchase and distribute this form to the
enpl oyees.

C. The DLA Council Local shall furnish the PLFA wth

witten notification of the name and title of the DLA Council Loca

official who is designated to sign the certification on the SF
1187.

D. The DLA Council Local shal | be responsible for
furnishing the servicing payroll office with a certified
schedule of payroll allotnents supported by conpleted Standard

Forns No. 1187 signed by the designated DLA Council Loca
of ficial and the enpl oyees.

E . The payroll allotnment shall be in an anount determ ned
mutual |y by the DLA Council Local and the enpl oyee executing the SF
1187.

1. No nore than two changes in the anpunt of t he
payroll allotnment shall be nade during a cal endar year

2. Witten notification of a change in the anount of
the payroll allotnment shall be furnished to the servicing payrol
office by the DLA Council Local

3. The change in the anbunt of the payroll allotnent
shal | becone effective with the first conplete pay period which
occurs 30 days after the witten notification is received by the
servicing payroll office.
SECTI ON 3 - TERM NATI ON OF AUTHORI ZATI ON

The payroll allotnment shall be termnated when any of
the follow ng situations occur:

A.  The enpl oyee retires.
B. The enpl oyee dies.
C. The enpl oyee is separat ed.

D. The enpl oyee transfers to another servicing payroll office
within the Agency or outside the Agency.

E. The enployee ceases to be a nenber of the bargaining
units.
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F. The enpl oyee ceases to be a nenber in good standing
of the DLA Council Local. |If this occurs, the DLA Council Local
shall be responsible for promptly furnishing witten notification
to the servicing payroll office.

G The enployee files a witten notification (SF 1188,
Cancel |l ation of Payroll Deductions for Labor Oganization Dues)
with t he servi ci ng payroll office. In this case t he
term nation becones effective on the date as presently
determ ned by | ocal negotiation.

SECTI ON 4 - PROCESSI NG PAYROLL ALLOTMENTS

A. Payroll allotnments shall be processed at no cost to the
DLA Council Local or the enployee.

B. The ef fective dat es of t he pay peri ods for
deducting dues from enployees and/or for term nating deductions
of dues from enployees, as well as the dates after the pay
periods for remttances to the DLA Council Local of the anounts
deducted, shall be in accordance with |ocal arrangenents.

C. Except as stipulated in D below, the servicing payroll
office shall deduct the amobunt of the payroll allotnent each pay
peri od.

D. No dues shall be wthheld or deducted for any pay

period in which the enployee's net salary, after other |egal

or required deducti ons, is insufficient to cover the full
amount of the payroll allotnment.

E. After each pay period the servicing payroll office shall
remit a check to the DLA Council Local for the payroll
all ot mrent deductions together wth the follow ng:

1. The nanes of enployees from whom deducti ons
wer e made and the anount of each deduction, their Soci al
Security Number s and their organization assignment.

2. The total nunber of enployees from whom dues were
wi t hhel d.

3. The total amount withheld.

4. The names of enpl oyees from whom no dues were deducted
in accordance with D above.

5. A copy of any witten revocation received by
t he servicing payroll office since the previous renittance.

- 83-



06/28/99

ARTI CLE 42

LABCOR- MANAGEMENT TRAI NI NG

SECTION 1 - UNI ON SPONSORED TRAI NI NG

It is to the advantage of both the Agency and the DLA Counci l
if Council officers and stewards are know edgeabl e about applicable
laws, regulations, and new developnments pertaining thereto.
Consequently, Council officers and stewards nay be granted
reasonabl e anounts of admnistrative leave to attend AFGE-
sponsored training sessions or other training courses which are
avail able at no cost to the Government, either for tuition or for

travel and per diem
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ARTI CLE 43
COPI ES OF AGREEMENT
SECTION 1
Bookl et copies of this Master Agreenment/changes shall be
provided by the Agency to each enployee in the bargaining units.
The DLA Council shall be furnished 500 copies to neet its needs.

SECTION 2

The expenses for printing and di stribution of this
Agr eenment / changes shall be borne by the Agency.

SECTI ON 3
New enployees wll be given a copy of this Mast er

Agreenment/changes and a |ocal supplenent, as appropriate, by the
PLFA at the tinme the enployee is being processed for enpl oynent.
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ARTI CLE 44

SUPPLEMENTATI ON

SECTION 1 - AUTHORITY OF THE MASTER AGREEMENT

This Agreenent is a Mster Agreenent. Any supplenental
agreenents shall not delete, nodify, nullify, or conflict with any
provision, policy or procedure in this Agreenent.

SECTI ON 2 - | NTERPRETATI ON AND APPLI CATI ON OF THE MASTER AGREEMENT
AT THE PLFA LEVEL

Any third-party interpretation and/or application of this
Agreement which is initiated and processed by the parties at the
PLFA |evel, shal | only be binding upon the individual DLA
Council Local and the Agency at the PLFA |evel.

SECTI ON 3 - EXI STI NG LOCAL LABOR- MANAGEMENT AGREEMENTS
Except as provided for in M)Ms Nunber 90-1, 90-2, and 90-

3, descri bed in Attachnment 2, all supplenental agreenents
currently in effect which do not conflict with this Master
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Agreement shall remain in full force and effect until a
suppl ementary agreenment has been negoti at ed.

SECTI ON 4 - APPROPRI ATE MATTERS FOR LOCAL NEGOTI ATl ON

Al matters not in conflict with this Agreenent are appropriate
material for negotiations at the local level but shall only be
bi ndi ng upon the parties at the PLFA.
SECTION 5 - RESOLUTI ON OF LOCAL NEGOTI ATI ON DI SPUTES

Di sputes between the |local parties over whether agreenent
proposals or counterproposals are subject to negotiations at the

PLFA wll be referred to Headquarters DLA and the DLA Council

Executive Board. Wen a dispute has been submitted to HQ DLA
and the DLA Council, the proposal at issue wll be held in
abeyance pending final determ nation of the dispute. |If HQ DLA
and the DLA Council cannot resolve the dispute, either of

these parties nmay subnmt the matter to binding arbitration.
SECTION 6 - ONE CONTRACT AT EACH PLFA

A. There shall be a single supplenmental agreenment at each
PLFA covering all enployees of that PLFA which are represented
by the DLA Council, except as provided in Section 7 of this
Article.

B. Wyere cross-servicing arrangenents exist under whi ch

t he Conmander  of one PLFA (the host activity) makes

policy determnations and issues personnel regulations which are

applicable to enployees of another PLFA (the serviced

activity), a single agreement covering the eligible enployees

of both PLFA may be negotiated if al | parties concer ned
nmutual ly agree to do so.

C. \Wenever a single agreenent covering nore than one
DLA Council Local is to be negotiated in accordance with the
provi si ons of this Article, each Local covered by the
suppl enent al agr eenent shal | be al | owed at | east one
representative to serve on the negotiating team on official tine
(including travel and per diem.

SECTION 7

A Wth regard to t he Def ense Reutili zation and

Mar ket i ng Regi on ( DRVR) Qgden, Col unbus, and Menphi s,
bar gai ni ng units, shoul d any portion of these units becone a
part of either of the consolidated bargaining units the parties
agree that the collective bargaining agreenent which is in
effect for the DRMR units will continue to apply to the affected
enpl oyees. Any renegotiation of the existing DRVR agreenent,
as it applies to DRVMR (Qgden, Col unbus, and/ or  Menphis
enpl oyees who have become a part of the consolidated unit(s),

will be patterned after t he provi si ons of the Master
Agr eement , however, exceptions to t he Mast er Agr eement
are authorized consistent wth the unique needs and

considerations of the DRMR nission and organization.
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B. The provisions of Section 6 of this Article are not
mandatory with respect to the Defense Reutilization and Marketing
Service (DRVS) and that portion of the consolidated bargaining

unit at the Defense Reutilization and Marketing O fice (DRMO)
Guam
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